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CAL POLY 
Academic Senate 
Meeting of the Academic Senate 
Tuesday, January 22, 2019 
UU 220, 3:10 to 5:00 pm 
I. Minutes: Approval of November 27, 2018 and December 4, 2018 minutes (pp. 3-6). 
II. Communication (s) and Announcement (s): none. 
III. Reports: 
A. Academic Senate Chair: 
B. President's Office: 
C. Provost: 
D. Vice President for Student Affairs: 
E. Statewide Senate: 
F. CFA: 
G. ASI: 
IV. Consent Agenda: 
Colle ge of Agriculture , Food and Environmental Sciences 
Animal Science department · 
BioResource and Agricultural Engineering department 
Experience Industry Management department 
Food Science and Nutrition department 
Horticulture and Crop Science department 
Natural Resources Management and Environmental Sciences department 
AG courses 
MS Agriculture 
Colle ge of Architecture and Environmental Desi gn 
All departments/programs 
Orfalea Colle ge of Business 
All departments/programs 
College of Engineerin g 
Aerospace Engineering department 
Computer Engineering program 
Computer Science and Software Engineering department 
Electrical Engineering department 
Industrial and Manufacturing Engineering department 
Mechanical Engineering department 
Colle ge of Liberal Arts 
All departments/programs 
805-756-1258 -- academicsenate.calpoly.edu 
V. Business Items: 
A. [TIME CERTAIN 3:30 p.m.] Resolution on Campus Climate: University Om buds and Training: Paul Choboter, 
Math Department, firstreading (pp. 7-41). 
B. Resolution on Senior Projects: Dawn Janke, Senior Project Task Force Chair, second reading (pp. 42-49). 
C. Resolution on Minors: Brian Self, Academic Senate Curriculum Committee Chair, first reading (pp. 50-59). 
D. Resolution on Creation of New Department for Interdisciplinary Studies in the Liberal Arts: Elizabeth Lowham, 
Political Science Department Chair and Kathryn Rummell, Interim CLA Dean, first reading (pp. 60-69). 
E. Resolution on Endorsing Main Components of Cal Poly's Strategic Plan: Sean Hurley, Chair Budget and Long­
Range Planning Committee, first reading (pp. 70-78). 
F. Resolution on University Faculty Personnel Policies Chapter 1: Preface: Ken Brown, Chair Faculty Affairs 
Committee, first reading (pp. 79-85). 
G. Resolution on University Faculty Personnel Policies Chapter 2: Faculty Appointments: Ken Brown, Chair Faculty 
Affairs Committee, first reading (pp. 86-93). 
H. Resolution on University Faculty Personnel Policies Chapter 3: Personnel Files: Ken Brown, Chair Faculty Affairs 
Committee, first reading (pp. 94-99). 
I. Resolution on University Faculty Personnel Policies Chapter 4: Responsibilities in Faculty Evaluation: Ken 
Brown, Chair Faculty Affairs Committee, first reading (pp. 100-108). 
J. Resolution to Modify the Bylaws of the Academic Senate: Dustin Stegner, Academic Senate Chair, first reading (pp. 
109-110). 
K. Resolution to Modify Section V. Meetings of the Bylaws of the Academic Senate: Dustin Stegner, Academic Senate 
Chair, first reading (p. 111 ). 
VI. Discussion Item(s) : 
VIL Ad journment: 




Meeting of the Academic Senate 
Tuesday, November 27, 2018 
UU 220, 3:10 to 5:00 pm 
I. Minutes: M/S/P to approve the October 30, 2018 Academic Senate minutes. 
II. Communication (s) and Announcement (s): none. 
III. Re ports: 
A. Academic Senate Chair: none . 
B. President's Office: Refer to page 5 in agenda packet. 
C. Provost: Refer to page 6 in agenda packet. 
D. Vice President for Student Affairs: none. 
E. Statewide Senate: Refer to pages 7-15 in agenda pack~t. 
F. CPA: none. 
G. ASI: Refer to page 16 in agenda packet. 
IV. Consent Agenda: 
The 2019-21 catalog proposals submitted by the following departments/programs were approved by consent: 
Biological Sciences department, Liberal Studies department, Physics department, Actuarial Preparation minor, 
Environmental Studies minor, SCM courses, Agribusiness department, Agricultural Education and 
Communication department, Wine and Viticulture department, Biomedical Engineering department, Civil and 
Environmental Engineering department, Electrical Engineering department, Fire Protection Engineering 
program, General Engineering program, Materials Engineering department . 
Summaries of catalog proposals by college can be found at httns://registrar.calpol .edu/status- proposals. 
V. Special Re ports: 
A. Update on Academic Support Network. Dawn Janke, Director of University Writing and Rhetoric Center, 
reported on academic resources offered by the university and efforts to increase those resources and centralize 
them to create a more efficient academic support network. Some of these efforts include a tutoring space in 
Kennedy Library and an online collection of all the academic resources offered by Cal Poly. This presentation 
can be found online at https://content-cal poh -
edu. s3 .amazonaws.com/academ icsenate/ l /images/ A cad em i c%20Su pnort %20Network. pdf. 
B. Registrar's Biannual Update. Cem Sunata, Registrar, gave an update on degree progress of freshmen and 
transfer cohorts and discussed first-year block scheduling as well as changes to waitlists and the "add/drop 
period." Some upcoming initiatives were introduced, including upgrading PolyPlanner, retiring and replacing 
PASS, and developing a new, unified, and transactional campus mobile app. This presentation can be found 
online at https://content-calpoh ·­
edu.s3.amazonaws.com/academicsenatc/l/ima1!es/re1!istrar%20re port%20fall%2018.pdf . 
805-756-1258 - academicsenate.calpoly.edu 
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VI. Business Items: 
A. Resolution on Campus Climate: OUDI Collective Impact Report, Funding, and Student Fees. Camille 
O'Bryant, Associate Dean CSM, presented a resolution on campus climate which would acknowledge the 
acceptance of OUDI' s Collective Impact Year End Report, call for the raising of funds in support of diversity 
and inclusion with targeted goals, and asks that the Vice President for Student Affairs and Provost report 
annually to the Academic Senate the uses of all Campus Academic Fees and Student Success Fee. M/S/P to 
move the resolution to second readin g. M/S/P to approve the followin g amendment. 
RESOLVED The Cal Poly shall continue establish raising funds in support of diversity and inclusion as a 
continued priority; and be it further 
M/S/P to approve the resolution as amended. 
B. Resolution on Course Criteria for GWR-Certified Upper-Division Courses Across the Curriculum. Dawn 
Janke, GWR Task Force Chair, presented a resolution that would ask for a GWR Advisory Board to assist with 
the GWR course certification process. M/S/P to move the resolution to second reading. M/S/P to approve the 
followin g amendment. 
RESOLVED That voting members of the GWR Advisory Board shall include the Writing and Rhetoric 
Center Director, who serves as the GWR Coordinator; the IT/tenured English Department 
faculty member, who serves as first-year composition coordinator; a faculty representative 
from each of the six colleges; one representative from Professional Consultative Services; fillli 
one ASI student representative or desi gnee. The Ex Officio non-voting members shall be the 
CTLT writing instruction specialist or designee; and be it further 
M/S/P to approve the resolution as amended. 
C. Resolution on Minors. Brian Self, Academic Senate Curriculum Committee Chair, presented a resolution that 
would create a new policy on minors. This resolution will return in first readin ii at the next Academic Senate 
meeting. 
D. Resolution on Proposed Organization of a New University Faculty Personnel Policies Document. Ken 
Brown, Faculty Affairs Committee Chair, presented a resolution proposing a new structure for organization of 
University Faculty Personnel Policies. This resolution will return in first readin g at the next Academic Senate 
meeting. 
VII. Discussion Item(s): none. 
VIII. Adjournment: 5:00 PM 
Submitted by, 
Katie Terou 
Academic Senate Student Assistant 




Meeting of the Academic Senate 
Tuesday, December 4, 2018 
UU 220, 3:10 to 5:00 pm 
I. Minutes: none. 
II. Communications and Announcements: The Academic Senate has received the General Education Task Force Report and 
Recommendations: Creating a Student-Focused and Distinctive Program at Cal Poly and it has been communicated to the General 
Education Governance Board for review. The report is available at: httns://contcnt-calpol\'­
cdu.sJ.amazonaws.com/academicscnatc/1/Task Forces/GETF Recommendations Rcport20181020.pd( 
The Memorandum of Understanding: Statement of Collaboration and Communication can be found at: https://contcnt-calpoly­
cdu.sJ.amazonaws.com/academicsenate/1/Task l·orces/GEGB MOU.pdt: 
III. Reports: 
A. Academic Senate Chair: none . 
B. President's Office: Refer to page 2 in agenda packet. 
C. Provost: Al Liddicoat, Vice Provost for Academic Affairs and Personnel, updated the Academic Senate on the Dean search for 
College of Liberal Arts and the search for Vice President of Research. 
D. Vice President for Student Affairs: Refer to page 3 in agenda packet. 
E. Statewide Senate: Refer to pages 4-49 in agenda packet. 
F. CFA: none. 
G. ASI: Refer to pages 50-51 in agenda packet . 
IV . Special Reports: 
A. University Campaign. Matthew Ewing, Vice President of Development, gave a presentation on how campaigns work, themes, brand 
developing, and research findings about the effectiveness of certain campaign methods Ewing also discussed the timelines of the quiet 
phase and the public phase of a campaign. 
B. WASC Thematic Pathway for Reaffirmation. Bruno Giberti, Associate Vice Provost for Academic Programs and Planning, gave a 
report on the Western Association for Schools and Colleges (WASC), Cal Poly's regional accreditor, and the thematic pathway for 
reaffirmation. This presentation can be found at https://content-cah,-Jlv-
cdu.s3.amaLonaws.com/acadcmicsenate/ 1/ima!!.cs/W A.SC%20Thcmatic%20Pathwa, %20fr.ir%20Reaffirmation.p1 IL 
V. Business Items: . 
A. Resolution on Senior Projects. Dawn Janke, Senior Project Task Force Chair, presented a resolution that would create a new policy 
for Senior Projects and asks the university to adopt a standard designation for senior project courses. 1bis resolution will return as a 
second readin g at the next Academic Senate meetin e . 
B. Resolution on Proposed Organization of a New University Faculty Personnel Policies Document. Ken Brown, Faculty Affairs 
Committee Chair, presented a resolution proposing a new structure for organization of University Faculty Personnel Policies. M/S/P to 
move the resolution to second readin g. M/S/P to approve the followin g amendment: 
RESOLVED By the end of Spring 20-!9 2Q2Q Colleges and other faculty units reorganize their faculty personnel policy 
documents to conform their documents to the chapter structure of UFPP. 
M/S/F to approve the followin g amendment: 
RESOLVED By the end of Sp1ing W19 2:Q2() Summer 2019 Colleges and other faculty units reorganize their faculty personnel 
policy documents to conform their documents to the chapter structure of UFPP . 
M/S/P to approve the resolution as amended . 
805-756-1258 ~~ academicsenate.calpoly.edu 
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VI. Discussion Item (s): none. 
VII. Ad journment: 5:00 PM 
Submitted by, 
Katie Terou 
Academic Senate Student Assistant 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON CAMPUS CLIMATE 
UNIVERSITY OMBUDS AND TRAINING 
1 WHEREAS, According to data on the CSU Student Success Dashboards and a recent article in the San 
2 Luis Obispo Tribune, Cal Poly has the least racial/ethnic diversity in the CSU System; 
3 and 
4 
5 WHEREAS, Cal Poly has required periodic anti-harassment, discrimination, retaliation training for all 
6 Cal Poly employees with direct supervisory responsibility over students; and 
7 
8 WHEREAS, Cal Poly faculty come in contact with students in other ways including classrooms as 
9 well as during advising; and 
10 
11 WHEREAS, Ombuds services provide early intervention that can resolve conflicts before they develop 
12 into more serious concerns; and 
13 
14 WHEREAS, Cal Poly has an Office of Student Ombuds Services that provides students with assistance 
15 in resolving university related issues, concerns, conflicts or complaints; and 
16 
17 WHEREAS, 14 of the CSU campuses have Om buds Offices as of October 2018; and 
18 
19 WHEREAS, A majority (10 of 14) of these CSU Ombuds Offices serve students, faculty and_staff, and 
20 5 of the 14 also serve MPP1 therefore, be it 
21 
22 RESOLVED: That the Academic Senate recommends that the responsibilities of the Ombuds Office be 
23 expanded to include all University constituents; and be it further 
24 
25 RESOLVED: That the Academic Senate recommends that this expansion of the responsibilities of the 
26 Ombuds Office be done in such a way that the services provided for students not be 
27 adversely affected; and be it further 
28 RESOLVED: That the Academic Senate recommends that all Cal Poly employees undergo periodic 
29 sexual harassment anti-harassment, discrimination, retaliation training; and be it further 
30 
31 RESOLVED: That the Academic Senate recommends that_all Cal Poly employees undergo periodic 
32 implicit bias training; and be it further 
33 
34 RESOLVED: That the Academic Senate recommends that_ Cal Poly establish rewards to 
35 encourage employees to participate in Employment Equity Facilitator training; and be it 
36 
37 RESOLVED: That the Academic Senate reaffirms its commitment to Academic Senate 
38 Resolution, AS-695-09, Resolution on the Cal Poly Statement on Commitment to 
39 community. 
Proposed by: Paul Choboter - Math Department, Dianne DeTurris - Aerospace Engineering 
Department, Ashley Eberle - Career Services, Harvey Greenwald - Emeritus 
Academic Senate Chair, Camille O'Bryant - Associate Dean, CSM 
Date: September 13, 2018 
Revised: November 13, 2018 
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INTERNAT I ONAL 
OMBUDSMAN 
ASSOCIATION 
JOA STANDARDS OF PRACTICE 
PREAMBL E 
The !QA Standards of Practice arc based upon and derived from the ethical principles smted in the JOA C:Ode of Ethics. 
Each Ombudsman office should have an organizational Charter or Terms of Reference, approved by senior management, articulating the principles of the Ombudsman function 
in thar orga11izarion and chcir consistency with the IOA Standards of Pracrice. 
ST A NDARDS OF PRACTICE 
INDEPENDENCE 
1.1 The Ombudsm:m Office and the Ombudsman are inde~ndc11r &om othtr organizational entities. 
1.2 The Ombudsman holds no other position within the organization which might compromise independence. 
1.3 The Ombudsman exercises sole discretion over whether or how to act regarding an individual's concern, a trend or cone.ems of multiple individuils over time. The 
Ombudsman may also initiate action on a concern identified through the Ombudsm,m' dirt:ct obst:rv:ation. 
1.4 The Ombudsman has access ro all information and all individuals in the organization, as permi11ed by hiw. 
J.5 The Ombudsman has authority to s,lecr Ombudsman Offic, staff and manage Ombudsman Office budget and operations. 
NEUTRALITY AND IMPARTIALITY 
2.1 The Ombudsman is neutral, impartial, and unaligned. 
2.2 The Ombudsman scrivcs for imp-.trri2lit)~ fairnes.! and objectivity in the trea.cment of people and the consideration of~ue:s. The Ombudsman advocatts for fair and 
rquitably administered processes and does nor advocate on behalf of any individuaJ within the organization. 
2.3 The Ombudsman is a designated neutral reporting to the highest possible level of the organization and operating independent of ordinary line and sraff structures. 
ll1e Ombudsman should not report to nor be structurally affiliated with any compliance function of the organization. 
2.4 The Ombudsman serves in no additional role within the organization which would compromise the Ombudsman' neutrality. The Ombudsman should not be aligned 
with any formal or informal associations within the organization in a way that might Ct?ate actual or perceived conflicts of interest for thr Ombudsman. The Ombudsman 
should have no personal interest or stake in., and incur no gain or loss from, the outcome of an issue. 
2.5 The Ombudsman has a r~pcmsibilicy ro consider the legitimate concerns and imerests of all individua1s affected by rhc maucr under considerarion. 
2.6 The Ombudsman helps develop a range of responsible options to resolve problems and facilitat< discussion to identify the best options. 
CONFIDE.NTIAI.ITY 
J . l The Ombudsman holds all communications with rhos, seeking assistance in strict co11fidena: and takes all reasonable seeps to safeguard confidemiality, including the following: 
The Ombudsman does not reveal, and must not be required to reveal, the idenrity of any individual conracring the Ombudsman Office, nor does the Ombudsman reveal 
information provided in confidence that could lead to che identification of any individual contacting the Ombudsman Office, withoul that individual's express permission, 
given in the emirs~ of informal discussions with the Ombudsmanj the Ombudsman rakes spt:dfic acrion relared to an individual's issue only with the individuaJ's express pt:r­
mission and only to the extent permitted, and even then ar the sole discretion of rhe Ombudsm~n. unless such action can be taken in a way that safeguards the idenrity of 
the individual contacting rhe Ombudsman Office. The only exception to this privilege of confldentialiry is where tl1ere appears m be imminent risk of serious harm, and 
where there is no orher reasonable option. Whether this risk exists is a determinarion co be made by the Ombudsman. 
3.2 Communications between the Ombudsman and others (made while the Ombudsman is serving in that capacity) are considered privileged. The privilege belongs to the 
Ombudsman and the Ombudsman Office, rather than to any party to an issue. Others cannot waive this privilege. 
3.3 The Ombudsman does not testify in any formal process inside the organfaation and resists testifying in any formal process omsidc of rhe organization regarding a visitor's 
oonracr with the Ombudsman or confidentia1 information communicated ro the Ombudsman, evet1 if given permission or requesrcd ro do so. The Ombudsman may, 
however, provide general, non•confidential information about the Ombudsman Office or the Ombudsman profession. 
3.4 If the Ombudsman pursucs an issue systemically (e.g., providcs feedback on trends, issues, policies and practices) the Ombudsman docs so in a way that safeguards the 
identity of indh•iduals. 
3.5 The Ombudsman keeps no records containing identifying information on behalf of the organization. 
3.6 The Ombudsman maintains information (e.g., notes, phone messages, appoinrmem calendars) in a secure location and manntr, protected from inspection by others 
(including m:magemem:), and has a consistent and standard practice for the destruction of such informacion. 
3.7 The Ombudsman prqnres any dat.a and/or reporlS in a manner thar protects confidcmtiality. 
3.8 Communications made to rhe ombudsm,m are nor notice to the organization. The ombudsman neicher aces as agent for, nor accepts: notice on behalf ol the organizarion 
and shall not serve in a position or role rhat is designated by the organization as a place to receive norice on behalf of the organii.arion. However, the ombudsman may 
refer individuals to the appropriate place where: formal notice can be made. 
INFORMAUTY AND OTHER STANDARDS 
4.1 The Ombudsman functions on an informal basis by such means as: listening, providing and receiving information, identifying and re.framing issut":S, developing a range of 
responsible options1 and - with permission and at Ombudsman discretion - engaging in informal third-party intervention. When possible. rhe Ombudsman helps people 
develop new ways to solve problems themselves. 
4.2 The Ombudsman as an informal and off-the-record re-source pursues resolution of concerns and looks into procedural irregularities and/or broader sysremic probltms 
when appropriate. 
4.3 The Ombudsman does not make binding d~isions, mandate policies, or formally adjudicoue issues for che organization. 
4.4 The Ombudsman supplemen~, bur docs not replace, any formal channels. Use of the Ombudsman Office is voluntary, and is not a required step in any grievance process 
or organizational policy. 
4.5 The Ombudsman does not participate in any formal investigative or adjudicative procedures. Formal invrstig.ations hould be conducted by others. When a formal investigation 
is requested, the Ombudsman refers individuaJs to the appropriate offices or individual. 
4.6 The Ombudsm,m identifies trends, issues and concerns about policies and procedures, including porenrial future issues ancf concerns. wichour breaching confidentiality or 
anonymiry, and provides recommendations for responsibly addressing them. 
4.7 The Ombudsman am in accordance with the !QA Code of Ethics and Srandards of Pracrice, keeps professionally cutre11t by pursuing continuing education, and provides 
opportunities for staff ro pursue profe\Sional m1ining. 




Adopted: November 17, 2015 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-807-15 
RESOLUTION ON CAL POLY STATEMENT ON DIVERSITY AND INCLUSIVITY 
1 WHEREAS, The Academic Senate has approved several resolutions since 1987 regarding the 
2 importance of diversity and educational equity; and 
3 
4 WHEREAS, Among these resolutions includes the "Cal Poly Statement on Diversity," which 
5 was approved in 1998 (AS-506-98/DTF); and 
6 
7 WHEREAS, In the ensuing years since the Cal Poly Statement on Diversity was approved 
8 faculty, staff, and students have worked to gain a deeper understanding of the 
9 importance of diversity and educational equity through a myriad of approaches, 
10 · including the adoption of the Inclusive Excellence Model in 2009 (AS-682-09); 
11 and 
12 
13 WHEREAS, Today at Cal Poly we continue to strive to increase diversity, but in addition, we 
14 attend more closely than ever to fostering a culture of inclusivity for every 
15 faculty, staff, and student member on this campus; therefore, be it 
16 
17 RESOLVED: That the Inclusive Excellence Council has developed a new statement on diversity 
18 to reflect the inclusivity aspect of our university; and be it further 
19 
20 RESOLVED: That the Academic Senate approves the attached Cal Poly Statement on Diversity 
21 and Inc)usivity. 
Proposed by: Inclusive Excellence Council 
Date: September 29, 2015 
-10-
Cal Poly Statement on Diversity and lnclusivity* 
September 29, 2015 
Revised - November 12, 2015 
Approved - November 17, 2015 
At Cal Poly we believe that academic freedom, a cornerstone value, is exercised best when there is 
understanding and respect for our diversity of experiences, identities. and worldviews. 
Consequently, we create learning environments that allow for meaningful development of self­
awareness, knowledge, and skills alongside attention to others who may have experiences, 
worldviews, and values that are different from our own. In so doing, we encourage our students, 
faculty, and staff to seek out opportwiities to engage with others who are both similar and 4ifferent 
from them, thereby increasing their capacity for knowledge, empathy, and conscious participation 
in local and global communities. 
In the spirit of educational equity, and in acknowledgement of the significant ways in which a 
university education can transform the lives of individuals and communities, we strive to increase 
the diversity at Cal Poly.-As an institution that serves the state of California within a global 
context, we support the recruitment, retention, and success ofta1ented students, faculty, and staff 
from across all societies, including people who are from historically and societally marginalized 
and underrepresented groups. 
Cal Poly is an inclusive community that embraces differences in people and thoughts. By being 
open to new ideas and showing respect for diverse points of view, we support a climate that allows 
all stude~ts, faculty, and staff to feel to feel valued, which 'in tum facilitates the recruitment and 
retention of a diverse campus population. We are a culturally invested university whose members 
take personal responsibility for fostering excellence in our own and others' endeavors. To this end, 
we support an increased awareness and understanding of how one's own identity facets (such as 
race, ethnicity, gender, sexual orientation, religion, age, disability, social class, and nation of 
origin) and the combinations of these identities and experiences that may accompany them can 
affect our different worldviews. 
*The definition of diversity is specifically inclusive of, bul not limited to. and individual's rate/ethnicity, sex/gcmlcr, socioeconomic slatus, cultural 
heritage, disability, and sexual orientation. 
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Adopted: June 9, 1998 
ACADEMIC SENAl'E 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-506-98/DTF 
RESOLUTION ON 
THE CAL POLY STATEMENT-ON DIVERSITY 
RESOLVED: That the Academic Senate at Cal Poly accept and endorse The Cal Poly Statement on Diversity 
attached;and, beitfurther 
RESOLVED: That the Academic Senate in partnership with its administration devise plans and strategies to 
promulgate and implement the diversity and educational objectives outlined in The Cal Poly Statement 
on Diversity; and, be·it further 
RESOLVED: That the Academic Senate recommend to its administration that the Provost/Vice President for 
Academic Affairs provide an annual assessment of the previously mentioned partnership's diversity 
related activities to the Academic Senate. 
Proposed by: The Diversity Task Force 
Date: April 21, 1998 
Revised: June 8, 1998 
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THE CAL POLY STATEMENT ON DIVERSITY* 
At the heart of a university is the responsibility for providing its students with a well-rounded education, an education 
that fosters their intellectual, pel'Sonal and social growth. For students preparing to embark upon work and life in the 
21st century, a critical element of a well-rounded education is the ability to understand and to function effectively in a 
diverse and. increasingly interdependent global society. As noted in a recent statement from the American Association of 
University Professors (AAUP), "the ar8Ument for the necessity of diversity is perhaps stronger in higher education than 
in any other context. .. The ultimate product of universities is education in the broadest sense, including preparation for 
life in the working world." Jn this regard, it ls in the compelling interest of Cal Poly, the state, and the nation to provide 
our studenl.9 with an education that is rich with a diversity of ideas, perspectives, and experiences. 
Thus, diversity serves as a fundamental means to enhance both the quality and value of education. It cannot be a mere 
adjunct to such an education but must be an integral element of the educational experience, infused throughout the 
community (faculty, students, and staff), the curriculum, and the cocunicular programs of the University. 
As a University whose motto is ~to learn by doing," Cal Poly explicitly understands the importance that 
experience brings to education. When students are exposed personally and directly to faculty, staff, and other 
students from diverse backgrounds, their stereotypes about "the other" are challenged. As the AAUP statement 
nQtes, such personal interaction gives students an understanding of the "range of similarities and differences 
~thin and among •.. groupsN that "no textbook or computer" can provide. For this reason, both the formal and 
mformal classroom (i.e., the rich learning experiences that occur for our students during their cocurricular 
activities), must be constituted In a way that reinforces the value of encountering and considering diversity. 
Moreover, diversity in the curriculum is a fundamental component of a well-rounded and beneficial education. 
The perspectives provided by the University are contingent upon the content and purpose of its courses. Since 
the curriculum is the principal expression of our educational goals and values, it must signal the importance of 
diversity to the Cal Poly mission, to the institutional culture, and to our teaching and learning environment in 
clear arid unambiguous terms. 
Thus, ~he University community (its students, faculty, and staff), the curriculum, and the co-curricular environment must 
be de?tcated to the principle of ensuring that all of our students routinely encounter diverse people, ideas, and 
expenences. 
Only through intellectual and first-hand personal exposure to diversity in its myriad forms-racial, ethnic, cultural, 
gcnd_er, geographic, S()Cioeconomic, etc.-will students gain the understanding, empathy, and social skills that they will 
":qui~ to_ be e_ffi:ctive, engaged clti7..ens in an increasingly crowded and interrelated global community. The benefit of 
div~rs,~ 15 ?"'"e~al. Cal Poly's commitment to diversity signals an affirmation of the highest educational goals of this 
Umverstty, including mutual respect, civility, and engaged teaming. 
•The definition ofdiveraity 1s specifically inclusive of, but not limited to, an individual's race/ethnicity . sex/gender, socioeconomic stolus, culturnl 
heritage. disability, and sexual orientntion . 
-13-
State of California 
Memorandum 
To: Myron Hood Date: September 18, t 998 
Chair, Academic Senate 
From: Warren J. Baker Copies: Paul J. Zingg 
President Harvey Greenwald 
Linda Dalton 
Subject: AS-505-98/DTF, Resolution on the Academic Value of Diversity 
AS-506-98/DTF, Resolution on The Cal Poly Statement on Diversity 
I am pleased to accept Resolutions AS-505-98/DTF and AS-506-98/DTF. 
The Academic Senate is to be applauded for its clear affinnation of the educational values of 
diversity and its recognition that diversity strengthens our community and prepares our students 
more fully for effective citizenry, responsible careers and engaged lives. 
Both resolutions underscore the Universitis values that are imbedded in our Mission Statement and 
Strategic Plan. The voice of the Senate in these matters will strengthen the University's ability to 
continue its efforts to foster greater diversity among our students, faculty and staff. Clearly aligning 
Cal Poly with the important statements on diversity that the nation's principal educational 
associations have made signals our commitment and resolve. 
I look forward to working with the Senate and our entire University community in achieving the 
promise within these resolutions . 
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Adopted: May 26 2009 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-682-09 
RESOLUTION ON 
MAKING EXCELLENCE INCLUSIVE AT CAL POLY 
l WHEREAS, The Academic Senate has a 30-plus year history of espousing the principles of Making 
2 Excellence Inclusive as a learning-community imperative - most recently in the Senate's 
3 Fall '08 retreat and (AS-663-08) Resolution on Divers,·ty Leaming Objectives; and 
4 
5 WHEREAS, "Build an Inclusive Community" is one of seven goals of the Cal Poly Strategic Plan; and 
6 
7 WHEREAS, A learning environment that supports attention to diversity is a standard of accreditation 
8 as promulgated by the Western Association of Schools and Colleges; and 
9 
l O WHEREAS, The Academic Senate has affirmed the academic value of diversity (AS-505-98); 
11 therefore be it 
12 
13 RESOLVED: That the Academic Senate support Making Excellence Inclusive as a goal and organizing 
14 principle of the Cal Poly learning community; and, be it further 
15 
16 RESOLVED: That resources for the professional development of faculty in Making Excellence 
17 Inclusive be established, sustained, and identified by the University, colleges, and other 
18 instructionally-related entities as part of their inventory of efforts to promote Inclusive 
19 Excellence; and, be it further 
20 
21 RESOLVED: That faculty efforts in Making ExceJJence Inclusive be retognized as a substantive 
22 component of voluntary service in the Retention, Promotion, and Tenure (RPT) 
23 evaluation process. 
Proposed by: Academic Senate Executive Committee 
Date: March 30 2009 
Revised: April 28 2009 
Revised: May20 2009 
Revised: May 26 2009 
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State of Callfornfa 
CALPOLY 
Memorandum SAN LUIS OBISPO 
CA 93407 
To: John Soares Date: June 22, 2009 
Chair, Academic Senate 
From: 
1L111 J{"' 
\t'~JTen J. Bake;' 
.1t 1---
Copies: R. Femflores, R. Koob, 
President · D. Conn, P. Bailey, 
D. Christy, L. Halisky, 
T. Jones, B. Konopak, 
M. Noori, D. Wehner, 
M. Suess 
Subject Response to Academic Senate Resolution AS-682-09 
Resolution on Makin g Excellence Inclusive at Cal Poly 
This is to formally acknowledge receipt and approval of the above-referenced Academic Senate 
resolution. 
Please express my appreciation to the Academic Senate members for their work on this issue. 
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_., ' 
MEMORA NDU M 
Cal Poly I Office of the President 
To: Gary Laver Date: March 28, 2016 
From: K. Enz Finken Jeffrey D. Armstronn,,I__ /l½A foples: 
President 't,(/ / C J. DeCosta :J"//7
Subject: Response to Academic Senate ResolutionAS-807-15 
Resolution on Cal Poly Statement on Diversity and Inclusivity 
I am pleased to accept and support the above-entitled Academic Senate Resolution. 
The Academic Senate has a long history of supporting diversity and inclusivity initiatives going 
back into the l980's. I applaud this history. I appreciate deeply that the Academic Senate has 
shown repeatedly that it understands why it is critical to the success of our faculty, staff and 
students that we continue to evolve in our approach to not only recruiting diverse faculty, staff and 
students, but also in improving our campus climate so that everyone can work and learn in an 
environment that is welcoming. 
Please express my appreciation to the Inclusive Excellence Council for their attention to this 
important matter. 
Phone: 805-756-6000 I presldentsofflce@calpoly.edu 
-17-
Adopted: November 17 2009 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-695-09 
RESOLUTION ON 
THE CAL POLY STATEMENT ON COMMITMENT TO COMMUNITY 
BACKGROUND: The Committee on University Citizenship (CUCIT) is a University-wide standing 
committee charged with exploring issues and making policy recommendations related to the 
preservation and ongoing development of a vital, effective tradition of University citizenship at 
Cal Poly. The committee explores and makes recommendations on strategies designed to foster 
and expand: 
• an engaged, civil, and mutually respectful classroom and other educational 
environments; 
• a tradition of confident, effective, and civil public campus discourse that prepares 
students for active civic engagement and leadership roles; 
• a greater awareness of factors that lead to hostile campus work environments and 
strategies for further promoting campus work environments that are free from 
harassment and characterized by mutual respect and support; and 
• the civic engagement of students, faculty, and staff beyond the University-and for 
strengthening Cal Poly's role as a good institutional citizen in regional, state, national, 
and international contexts. 
(Distilled from http://www.president.calpoly.edu/committees/CUCIT.pdf) 
1 RESOLVED: That the Academic Senate accept and endorse the Cal Poly Statement on 
2 Commitment to Community; and, be it further 
3 
4 RESOLVED: That the Academic Senate work with its University's administration in developing 
5 plans and strategies to help realize the values of the Cal Poly Statement on 
6 Commitment to Community. 
Proposed by: The Academic Senate Executive Committee 
Date: April 21 2009 
Revised: April 28 2009 
Revised: October 06 2009 
Revised: October 13 2009 
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Cal Poly Statement on Commitment to Community 
The Cal Poly community values a broad and inclusive campus learning experience where its members 
embrace core values of mutual respect, academic excellence, open inquiry, free expression and respect for 
diversity. Membership in the Cal Poly community is consistent with the highest principles of shared 
governance, social and environmental responsibility, engagement and integrity. 
As students, faculty and staff of Cal Poly, we choose to: 
• Act with integrity and show respect for ourselves and one another 
• Accept responsibility for our individual actions 
• Support and promote collaboration in University life 
• Practice academic honesty in the spirit of inquiry and discovery 
• Contribute to the university community through service and volunteerism 
• Demonstrate concern for the well-being of others 
• Promote the benefits of diversity by practicing and advocating openness, respect and fairness 
Individual commitment to these actions is essential to Cal Poly's dedication to an enriched learning 
experience for all its members. 
Committee on University Citizenship 
October 13 2009 
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RECEIVED 
State of California 
CALPOLY 
Memorandum FEB 1 9 2010 SAN LUIS OBISPO 
CA 93407 
ACADEMIC SENATE 
To: Rachel Femflores Date: February 16, 2010 
Chair, Academic Senate 
From: Copies: R. Koob, D. Conn, 
President E. Smith, C. Morton 
Subject: Response to Academic Senate Resolution AS-695-09 
Resolution on the Cal Poly Statement on Commitment to Community 
I formally acknowledge receipt and approval of the above-referenced Academic Senate Resolution. 
Please express my appreciation to the Committee on University Citizenship for their work on this issue. 
As endorsed by the Academic Senate, the "Cal Poly Statement on Commitment to Community" provides 
a common sense set of principles for effective community participation and engagement, consistent with 
Cal Poly's core educational mission and values. I commend it to all Cal Poly students, faculty, and staff. 
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Black Students 
at Public Colleges 
and Universities 
A 50-STATE REPORT CARD 
USC Race and Equity Center 
® FORDFOUNDATION 
A grant from the Ford Foundatioo funded the production and dicsemination 
of this report. The USC Race and Equity Center gratefully acknowledges Ford's 
generous support of our research, and all the other ways it demonstrates serious 
commitment to mcW equity. · 
The authors gn.tefully acknowledge Shareef Ross Mc.Donald for inspiring 
th.is projcet. 
Opiniom expressed herein belong entirely to the authors and do not necessarily 
represent viewpoints of the Ford Founda.tion or the Trustees of the University of 
Southern California. 
~rotnmtnded citation: 
Harper, S. R, & Simmons, I. (2019). Bla,J. studentJ at puhlic Milt~s and 
1mit1mitil1: A 50-staU rtpl ,ttrd. Los Angeles: University of Southern 
Callfornia, Race and Equity Center. 
C 2019, University of Southern California. AU rights reserved. 
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EXECUTIVE 
SUMMARY 
Morr. than 900,000 Black uruicrgraduatts arc enrolled at public colleges and 8 Gender Equity 
universities aaou the United. States. This report LS about the statm of these Extent to which t~ proportiondity of Bl.ack women's and Black men's 
nudents at C'-'tt)' four-year, non-spccialiud, publit postsecondary institution in respective shares of Black student UU'ollmcnt5 in the undergraduate student 
the nation. population re1lccts the national gender enrollment distribution across all racial/ 
ethnic groups (56.3% womCn, 43.7% men). 
We combine U.S. Census population statistics with quantitative <la.ta from the 
U.S. Department of Education to measure postscconda.ry ac:ccH and student 0 Completion Equity 
success for Black undcrgraduatts. Letttr grades (A, B, C, D, F1 and I) are 
to Eict:ent o which Black ,rudeiits' six-year graduation rates, across four cohorts, awarded each imtitution. 
matches overall six-y~a, graduation rates during those sunc time periods at 
c.1ch in1P,tution. Private schools, HistoriaJly Black Colleges and Univcnitics, Tribal Colleges, 
military acadc:mics, university health and medical institutes, graduate 
universi.ties, community colleges, and public institutions that prima.rily confer 0 Black Student-ta-Black Faculty Ratio 
associatc's dcgree5 arc not included in our analyses. Ratio of full-time, degree-seeking Black undergraduates to full-time Black 
instructional fu:ulty members on each campus. 
This report is_ arranged by state. Statistic: and grades for S06 individual public 
institutions arc provided on each state's list. MAJOR FINDINGS 
• Black citizens arc 14.6% of18-24 ycar-olW acrou du: SO surcs, yet only 
EQUITY INDICATORS 9.8% of full-time. dcgree-5Cdc.ing undergraduates at public colleges and 
Herc uc the Cow equity indiators on which 'A-'C graded publk colleges and uni\•cnitics att Black. At more than three-fourths of public institutions, 
universities: traditional-aged Black students are under-enrolled iclativc to their residency 
in the states. 
0 Representation Equity 
• Across all racial/ethnlc groups, women comprise 56.3% of full-time, degree­Extent to which Blaek srudcrits' share of cnroUmcnt in the undcrgrad,uate 
seeking undergraduate• at public postsecondary institutions. The enrollrncnt 







: Across four cohorts, 39.4% of Black students completed bachelor's degrees USING THIS REPORT 
at public institutions within six years, compared to 50.6% of undcrgr:adu.ates We hope this publication will be useful to Black students and their families, 
oVCJ:all. Forty-one percent of.public colleges and universities graduate one­ postsecondary leaders and &culty members, policymakers, journalists, ;11nd 
third or fewer Black .mulcnts within six yetrs. a wide range of scakeholdel'$ who care about Black students' cduc:a.tional 
experiences and attainment rates. As sUt:h, ~ present data institution•by­
• For every full-time Black fu:ulty member tt 1. public college or university, instirution within each state. Our aims arc to make incquitits more tnnspa.rcnt 
there a.re 42 full-time , degree-seeking Black undc.rgn.d1utcs. Forty and to equip anyone concerned about ~nrollment, success, and college 
institutions employ no full~ime Black insuuctors. On 44% of public completion rates for Black srudents with numbers th~y can use to demand 
campuses, th.ere arc 10 or fewer full-time Black faculty members across all corrective policies and institutional :ac.tions. 
ranks and academic field,. 
This report should not be misused to reinforce deficit narratives about Blick 
[ QUI I\ ' I NfJEX SCOP.ES undcrgradu.a.tes. Problematic trends presented herein arc not fully explained 
by the failure of K·l2 schools to effectively prepue these uudents for college tn.addition to awudini :~Cr gwks oq the_ four e'NitY .1na;icaton
Equity .·grade 1 
!fC 
.ci.k1,t1a.ted an Index~ - the c.quivilc:tit _of point average - admission and suo:ess or to bad parenting, student di5engagcment~ and low fot 
In motivation. They also aie attributable ro institutional practices, policies, each-institution. the .Sime fa~hion th.at colleges.ind 'llll~sitiCii customarily · 
oom.pu.tc GP.ful, we aui£n~ rnindsets, and cultures that persistently disadwnragc Black students and sustain four points to ·&n A; three t~ a:B, and •~-On. 
inequities. 
The avciage-EqUliy Index Score acrosi"the-506·publlc institution, is 2,02. Nt1 
Ideally, leaden on college campuses and abavc· hunchccfc~gc• in state systems of higher education g,JDJ)\IS ear:ucd 3.50; T"'9 it~d wtiv~1itiet e·µocd ·SCOrcs 
below r-a.kc $Cl"lously lowat this We 2.00. Lisn .of insdtuti~na. with -the hlghesc·and Eq'olity Jndex . will the n~.tistics we furnish in document. want them 
Sco.n:a are ip,cl_udcd oo page 10 of this report. We ~o calculatccl·Equicy Index to respond by swiftly engaging in rigorous, strategic, and collaborative work to 
wit~io· Improve the status of Black undergraduates at their institutions. Datt presented Score averages acroH·all CJ.mpuae1 each state .. A.map with statewide. 






State of New Jersey 
To ensure the best possible educational cxpcriencc5 and outcomes for our Thcie signals arc sent at a time when students arc developing their sense of 
studenB, critical self-examination has to be a common practice among self and determining how they will interu:t with others in society. So then, 
post$«onda.ry cducatars and l.e.aden. Many of us within irutitutioni and state mcanlngful equity work i& impenth.~ to en,uring a better future, not just 
Prir,r tr, joining lht Nno]wty higher edUt:ation systems routinely assess our progress toward goals, compare for our ,tu.dents, but al.so for our i.nstirution5. 
Goutrnor'1 «i6intt in 2018, oUlselvcs to peers, and dcvclOp strategic plans ro address our findings. New 
Dr. SmJrh £/Iii was StraltlJ JCisey it currently in the micbt of a long·ovcrdue exploration of thi s \-cry sort. When outlining gods &nd charting progms1 it is neceuary to be specific. 
DirtcJwfor Lumina Fcun.dation. As such, I am thankful co the USC Race and Equity Center for bdng specific 
Sht h41 oho ;erotd 111 Stni11r />,;/icy Self·aucssmcnt1 mmr indudc an honest look at where we stand in addressing in identifying Black undergraduates in this rcpott. Too often "studcnu of color" 
Atlufror far Edwotion at tlu equity for students of color. While thi1 should be a component of our planning arc lumped together H if their "other-neu" makes them all the same:. If we arc 
Whitt Hou;r and a 1tnWT polity at all times, it takes on even a.ore significance within our current sociopoliti~ to be wiom about our cndeavoss; we muse be careful to c:xaminc challcngts as 
adviJur at the U.S. Dtpartmtnl cal dim.ate. We arc facing a critical juncture in determining the type of nation specifically as possible in order to be clear about the kinds of remedies that arc 
efEdu,atirm. ~ want to be - public colleges and universities have an especially urgent and needed. Tue valuable, carefully curated information furnished in this SD-state 
influential role to play in shaping that p.1th. To say th.is is important work would report cud allows educators and leaden to take serious!}' our task of critical 
be an undcrst,atemenr. sclf--rdlcction and assessment. Only by focusing our attention in specific ways 
and acknowledging our specific challenges un we begin to specifically address 
Learning in co~ is not confined to classrooms. Instead, it is woven through· them. I look forward to this work in the Garden State, and hope that other 
out the educational c.zpcricncc. Higher education leaders often :ipcnd a great higher education leaders ac:ross the CO\lntry will u.ke seriously th~ usk u ~u. 
deal of time thinking about expanding college opportunity and improving 
learning within and beyond c:laurooms. We should also carefully consider how 
the experiences we provide students of color align with stated goals for their 
success. College1 and universities convey messages about who is valued in 
society through signals such as the narure of the faculty, the composition of 





FROM·DR. ELAINE P. 
MAIMON 
PRESIDENT 
Governors State University 
ew wa.ys of thinking and transformations 
p. Outstanding research published by USC 
cholar.; in recent years indicates that we 
111 
Sta.tting with the Morrill Act of 1862, public universities were built to expand Actualiz.ing this mission requires n
access and success for sa.u: rc:sidcnts unde:scrved by privacc institutions. in ~a.Ching, learning, and lc:ulcnhi
Low-income students came t:o land-grant uniW:rsitits to explore the world of Professor Sh1.un Harper and other s
a.nd must models that Dr. Mttimon mwd Challllllor ideas, including citizenship io a dcmocnc.y. h is interesting somewhat replace deficit frameworlu with amp]ifystudenn' assets 
ironic that also in 1862 President Abraham Lincoln issued the Emancipation and institution.a.I rcsponsibmry. Identifying 5trengths is hard work, requiring eflht UnitJtnily of A/IISl,;t 
J'rt1'fJ01t afAriuma Proclamation. I would surmise that Antbomgt, in the midst of the Civil War no one made breaking through barriers and inculcating confide nu and trust. The widely used 
SUJtt a connection between the Morrill Act and the Emaricipation Proclamation deficit model is the easy way out, emphuizing the correction of surface fcaturc5 Uni'fJtrsity-Wtst, ond 
Vice Prtsidtnt of Ariz on,, Statt because few Americans then were thinking about higher education for Black rather than in-depth understanding. In essence, univcr,ities must tommit to 
students. Yet today-it Ls imperative for publk universities to embrace their research-based tnn,:formati.ons, not simply to educate Black students or even to Uniwrsity prior trJ 6rint Mmtd 
ti,, fiftl, Pnridmt original con«ptual mission ofinclw.ivityand to give special attention to those improve service to the New Majority, but to ,fGowmon imp:ove college access, students' 
Statt Univmity. Her initially excluded. experiences, and posuccondary educational outcomes: nt"WtII in the twcnry--fint 
HOit., •L,ai/ing Aaultmit Changt: century. 
V-uion, Strategy, Tranr.formation, • In 2018, Black students arc now mcmbcn: of higher education's New Majority: 
;@li1htd in 2018. fust generation, studcnu of color, adult lea.mm, and veterans. Every public Educational uansformations arc impcrati~c, if public universities arc golng 1U4S 
university is respondblc for educating this majority. 1hc. good new, is th1t the to fulfiU our mission to ~lack studctta and others in the New Majority. But 
publle sector has expanded since 1862. Land-grant univcniti.es have been joined change has a prkc. Certainly, public univcniri.cs mwt be ready ro reallocate 
by numerous regional publics, like my own university, Governors State. Priva~ internal resow~, but that responsibility becomes exceedingly difficult as 
postsecondary institutions must also contdbute to equity goals. Working state appropriations d«.line. lt is time for go~non and lcgislaton: In a.1150 
together, we have the 1;apacity to provide excellent educational opportunities to staics to understand the nc.ccssity ofinvesring in human capital. A word of 
what wed to be considered. minority popula.tions. High quality education fur caution: Even with better funding, improvement will rarely be immcd.i.ttc or 
the New Majority, a5 well as for the new minority (tnditKH1al srudcnrs). must lincu . Tht.t is important for policymakers and others to underitand u they 
be the mission of state u.nivcnitiu . read repon urds. Certainly, this 50-Stttc study on Bladt student acteis and 
success is informative, and every univenity should strive for better results. But 
it is necessary to remember that real, long-term change is often recursive, even 
messy. Transformation rcquirc1 investment, strategy, patience, actounubility, 




A PUBLIC GOOD 
Higher education in the United States is a public 
good. While it confers ·enormous personal and 
mattrial advantages to individuals, it more signifi­
cantly profits our broader society. lnaeuing 
postsecondary degree attainment strengthen, our 
tconomy and bohtcrs innovation. Amcri(;Uls who 
graduate from college uc considerably less likcly 
th:a.n arc those without degrees to be unemployed, 
dependent on government assistance, 2nd confuted 
ro low-wage jobs with inadequate cmployu benefits 
and limited opportunitiel for up-mrd professional 
advancemcllt. Institutions of higher education 
help make this posaiblc, While all colkgcs and 
uriivcnities contribute, those that a.re public play 
an especially significant role. Public institu -
tions \fffe originally built to educate the public. 
Ta.xpayut in each of the SO states help support 
them. These campuses, therefore, belong to the 
public. A portion of the public is Black. As data in 
thb report make painfully clear, too many public 
colleges and univcnities fail to offer Black students 
equitable access to one of our nation's most v:a.luablc 
public goods. 
Inequities in higher education arc inexuicably 
linked to larger social forces. For example, 
citizens who live in poor neighborhoods with high 
unemployment and cxceuivc crime also typi.cally 
lack llCCtSs to quality healthr:arc, nutritious foods, 
fair policing, and K-12 schools that arc high 
performing and equitably resourced. Unfortunately, 
a disproportionate number of Americans disadvan­
taged by rhcsc factors arc. Bbc:k. Som_c might 
argue rnch challenges a.re beyond the control of 
public ponscconduy institutions. Actually, higher 
education helps sustain (and in some instance&, 
exacerbate) these inequities. The ovuwhclmlng 
,najority of our nation's elected officials arc college 
gTaduatcs - so, too, arc CEOs, physicians and 
nW'ses. judges and lawyers, school tea.ch u s and 
administrators, and Jcadcrs in most sectors of our 
economy. As colltgcs and univcrsiticl routinely fail 
to teach future professionals how to correct forces 
that cyclically ®advantage Bbck Americans, 
these institutions rcau.in complicit in maintaining 
engines of racial inequity that s:vcrely limit 
Black students" chance, of ever making it to and 
succeeding in coJJcgc. 
Inequities arc not fully explained by forces external 
to a college campus. There arc numerous factors 
and conditions within it that determine who gets 
admitted, how they arc lrcatcd once thty mmic:­
ulatc, the inclusiveness of their learning environ­
ments, the cultural relevance of what they arc 
taught, the racial diversity of their professors, and 
their likelihood for personal wellness and academic 
success. A1 our d&ta show, &culty members and 
leaders on too many nm.pll.lies an: bad stewards 
of the public good, ar least as it pertains to Black 
students. Instead of asking, "why arc Blade. 
undergraduates doing so poruly at public imtitu­
tions," we encourage readers to question why 
pubhc college:, and univrnities do so poody at 
enrolling :md gnduJting Black students; ensuring 
gcndc: equity among them; and affording them 
great'cr, more rea.sonable access to same•race faculty 
members. 
~arly, policymaking activities concerning 
postsuondary cdUcttion fail to level tht playing 
field for Black Americans. This is putly attrib­
utable to raccless approaches to policymaking. Few 
state and federal policymakers arc Black. Policy 
actors across all raclal/cthnic groups arc responsible 
for guaranteeing that public postsc(;Ondary institu-· 
tioru equitably serve the public, including Black 
residents within states they represent. Moreover, 
most college presidents, trustee5, senior adminis­
rrators, profcs:.ors, and admission officers arc 
White. They, too, art responsible foe better serving 
Black students and affording them greater access 






Examined in this report arc four access and equity indicators for Black Wc did not award letter grades to Texas Woman's University and Missi.uippi 
undergraduates at every foU1-ycar, non-specialized, public poilsccoadary University for Women on the Gender Equity indicator. Though both arc now LIMITATIONS 
institution in the United States. We analyzed quantitative data ti-om two open­ co•educational, their single-sex origins explilln why Black women's enrollments 
access federal data sources: U.S. Census American Community Survey and 10 drastically outpace Bw:k men's. 
the U.S. Department of Education', Integrated Postsecondary Education Data 
Sy,tcm (IPEDS). JPEDS graduation rates data were missing for 11 colleges and universities. 
We awatdcd incomplctcs (l's) to those schools on the Completion Equity 
llaJIClri:.fl 
1 :~~~~:~;;-::~~::. 
DATII.SOUA.Cf(S) EOUITYMEASlJRE indicator and did not factor it in~ their Equity ]ndex Scores. These institutions 
DiW.renc1bttweenth1p1rccnt likely have a variety of excusable explanations for non-reporting. F01 inm.nce, 
ReprH1nt.1tionfquitr 
ara1ac1:ulldu11"adua~11tthe Governors State University did not admit iu fuu freshmui clan until 2014, and 
Amerk■ n CaffllTIUrllty SuMIIJ lnltltutionandthep!lrt111111Jf 
l'optll1tio,r,ntlmatH(Y1ar2.01S) Blackll•24yu.r-oCdciliZln1in theref0te does not yet have a six--ytar graduation tttc . Calculating GSU's rates 
th11t&te across four cohorts of six-year graduates will not be pom'blc until 2023. The 10 
Glfld•~ IKOtl~(AUdMlk l Mtlll mampp ..... tlacll ocher non-reporting innitutions probably have simU..rly unique clrcumsWICCS. 
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CAUTIONARY NOTE ABOUT /JlS AND B'S 
(41 7'111t)- .U rulal/9 CMk Unlike most report cards, high gndes (A's and B's) in this public:nion ue not 
necenarUy indica.ton of exceptional performance. Instead, they are mark.en of 
complldon lq111t)' ll'iDS Six-'ttar Graduatkln Mltll Di:Je ... ne, llinw.1n 1wirap 
equity between Black undergraduates and comparison groups. We present two klrc~br1Jnt1in11n2007, sh:•ysu gnad11at1on ratn fwl'wr 
tOOI, 201'.1!1, and 201.0 and cohoruofllaclrWld1f1ralluat1 Uh..tstradve xamples in this section. 
1radu1tfn1by20U,20JA.2015, 1Wdcnt.sandro11rcohortsof 
andlOlf und111'1f'adu1t11:1bld1nuonraU 
First, a.t New Mexico State University, the sbc-year graduation rate across 
•acl.'11:iffnt ... lD>ollK ~ IJlt011!1Ho1'1ml M!:J(AtJ duni!: ll1tlortfM,d,.._,...,... ~...,ii "'1 
flltil~ftuf1 'IIIUIOH ·il"J 1Nlf"1'.C'l_tu~ •ll: \ W'ia'lf1ftj~ ll l"IIIQfiA-. four cohort& ofBl2.ck undcrgrad112tcs·~s 18.6%, compared to 20.1% foi 
""11h wtrui:Mlil l - ac~ l1otill l• dlilo,r1•1ul1hilill r.nlifr students overall. On average, across all public Wtltutioru, 11.2 percentage 
(!\.c1dwtl~a r lDl.l-J1 ) ""11rrli!l1r-. poinu separate Black undcrgraduatc5 
a"nd students overall on our Completion 
On the Representation Equity indicator, ~s were a.warded to all 120 colleges Equity indicator. Hence, New Mexico 
and universities at which Black enrollments either matched or excc:edc:d Black State's relatively low 1.5 percentage Top20¥o 
rcprescntuion lP the stttc:1 where those schools arc located. The remaining point gap places it amOng the top 20% 
letter gndcs M:rc distributed in fourths across the remaining 386 ilutitutions. 
of public institutions. That four of every 
On the thue otht.r equity indicators, grades were distributed evenly in five undcrgrufuatcs ,1,1ho start a"t New 
quintilu, except in cases whcte ties did not permit exact splits. Put diffcmidy, MCJCico State do not attain deglft s from 
one-fifth of institution, rea::ivcd A's, one-fifth received B's, and so on. thert within six ycus tenders it a low-­
performing institution, dcapitc its grade 





Second, an A wa.s awarded to Michigan Technological University beca11Se its 12:l LIMITATIONS Black students-to-Black faculty ratio is one ofd1e lowest among public institutions 
(CONTINUED) in the nation, thereby placing it ln the n:ap quintile. However, it is worth noting 
that Michigan Tech had only 48. full-time, degrcc-&ceking Black undergraduates 
and a toW of four full~time Black instructional faculty members across all ranks 
and academic fields during the 2016•17 academic school year. Black representation 
at Michigan Tech is alarmingly low, especially glvcn its size and the relatively high 
number of Black residents across the state in which It i5 locarcd. 
In light of these two cnmplcs, we strongly encourage reader& to look at all data we 
provide for «ch institution , not just its letter grade$ and Equity lndtx Score. 
LIMITATIONS 
Each equity indicator in this report has at lea.at one noteworthy limitation. 
Representation Equity includes only 18-24 year-old Black citizens in each 
sta.tc, those who are the same age as traditional college enrollees. Some Black 
undergraduates attending public· four-year institutions arc returning adult learners. 
Black student enrollment percentage, include them, but the m.tc residency 
percentages do not. It is important to acknowledge that at many public four-year 
institutions (especially research universities) the overwhelming majority of full-time, 
degree-seeking Black undergraduates are craditional age. 
Our Gender Equity measure treata gender u a binary (women and men), which is 
a limitation. We analyzed and report the data thls way because IPEDS hu 110 other 
gender identity options. 
Federal graduation rates do not account for undergraduates who uansfcrrcd from 
one institution to another, which is a limitation of our Completion Equity meaJurc. 
Transfer students arc counted as dropout& in 1PEDS. No published evidence or 
anecdotal reports suggest that ,Black undergrad~tc! arc any more Or leu likely than 
arc membcn of other racial groups to transfer from public colleges and univen:itics 
to other postsecondary institutions. 
Lastly, as previously noted in our Michigtn Tech c:.xamplc, we awarded A's to 
some irutitution1 that employ a ptthetica.lly low number of full-time Black 
instructional faculty members and enroll very few full-time, degree-seeking Bluk 
undergraduatca. Th.ii is 1 limiu.tion of our Bltck Studmb-to-Blad fKU.lty Ratio 
measure. Ir c:xtends across the other three indicators u ~IL DLStributing grad.es by 
quintiles demanded that we inevitably awud ft:s and B's to Kime instirutions that 
perform pOorly, but tt.larively not as bad as three-fifths of other public college, and 
universities. 
DATA ACCURACY 
Institutional data we present in this report uc from the U.S. Deputmcnt of 
Education's publicly available Integrated Postsecondary Education Data System 
(]PEDS). Every college and university in the nation receiving fi:deral funds is 
required to aruiually submit these and other data to IPEDS. Statistical inaccuracies 
in this report arc most likely attributable to erroneous institutional reporting to 
the federal government or to technical processing errors i.n IPEDS. Qy.eationt or 
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We do not believe Black students arc largely 
tuponsibte: for their undcncpresenwion and 
lack o.f success at public college• and universities. 
Factors such as low motivation, insufficient 
academic effort, fixed mindseu, low classroom and 
our-of:.class engagement, 311d parental influences 
arc indeed partly responsible for some trends noted 
in thiJ publication. Notwithst:a.nding, researchers 
and pomccondary leaders rely too heavily on thc5c 
factors u they attempt to cxpla.in the educational 
st1rus of Bia.ck. undergraduates. The onus fDl 
mc~u: is too often placed entirely on srudenu, 
their families, and K-12 schools they attended. In 
this section, we shift more of the fCsporuibility to 
higher education lea.den and policymakers. 
Rccommenda.tions offered below arc for 
professionals who work at and on behalf of public 
colleges and uniV1::rsitics. We do not maintllin that 
simply doing the few things wt sugg-cir will be 
enouY,. to fix aU problems that undermine access 
and success for Black undergraduates;, We are 
confident, however, that our recommendations will 
help remedy some inequities documented in this 
report. 
ACHIEVING EQUITY ACROSS 
THE FOUR INDICATORS 
Many institutions performed exceptionally on one 
or more of our equity indicators. Leaders at system 
and campus levels should reuh out to colleagues at 
these institutions to underst:a.nd how they achieved 
such extraordinary results. Creating opportunities 
for organizational learning a.cross campuses is one 
rccommc.ndation we have for public pomcconduy 
syncm accurivcs. Ar nateWide convcnlngs, 
prolustonals from institutions that earned A's on 
one indicator could share helpful strategics with 
colleagues from lower-performing institutions. 
F2.eulty members and leaders at campus and system 
levels must spend time learnlng how to 2.etually 
achieve racial equity. Our research at the USC 
Rue and Equity Center ma.lees painfully clear 
that most people who work In higher' cduu.tion 
never learned mu.ch, if anything at all, about how 
to address racism or a:tntcgica.lly achiC\-c racial 
equity. Since those who are supposed to fix racial 
Inequities on campuses wue not taught how to 
do so, it is no surprise that widespread inequity 
continu.al.ly persists. The USC Equity Institute5, 
our eight-week professional learning series, is one 
response to this problem. In addition to fa.cllitating 
eight 90-minutc. modules for 20 leader, at an 
instit\llion, we also coach tum.s as they create 
1tratcgic plans for the design, implementation, 
resourcing, assessment, :u:countability, 
communication, and sustainability of four r2.eial 
equity projects. We believe ir hard to a.chi.eve quity 
for Black undergraduates at pubUc colleges and 
universities without this level of commitment ro 
profesiional learning and strategic. organiutional 
ch1nge. 
The work of Bladt ~tudent success cannot rest 
mostly on a chief diversity officer, black culture 
center staff', or a few Black fa.rulty members. 
Instead, we recommend C4tablishing cross-campus, 
cross•sector teams comprised of faculty and staff 
members, senior adminisuators, alumni, and Black 
undergraduates; these teami a:hould include some 









At many public institutions, a disproportionately 
high shuc of Black undergraduates come from 
only 4-S cities and just a small number of supplier 
high schools within those cities. This signifies that 
recruiters return to the same places ycu after year 
to fin~ Black applicants. While str0ng partner­
ships between high schools and postsecondary 
institutions arc praiseworthy, heavy or exclusive 
reliance on a small number of them is unlikely 
to produce different results from one year to the 
next. Admission officers must substantively engage 
a wider uny of high school.5 to find talented 
prospective Black students. 
State legislators and public postsecondary system 
executives must invest more resources into 
programs that spttijitally prepare Black students fox 
college admission a.nd success. Prep programs for 
low-income, first gcm:ration, and undr.rrcprescntcd 
students are oftentimes not specific enough. 
Consequently, too few Black students directly 
benefit from them. Legislators and public system 
executives who wish to align Black student enroll~ 
ments with Black rcprcsenh.tion in the state's 
population should make money available to create 
new partnerships, to establish college ac,css 
programs specifically for Black students, and to 
increase admission oftic:ers' travel budgets to more 
high schools across the state with the explicit goal 
of enrolling more Black state residents. Ha.pha.z.­
ardly awarding such funds would be irresponsible. 
Instead, public innitutions mu:rt be required 
ro submit Black srudent recruitment plans that 
include goals, strategics, and metric1. In addition, 
state system offices should launch systemwide 
campaigns to specifically increase Black under­
graduate enrollments. 
Any college recruite~ from any racial/ethnic group 
who wishes to enroll more Black state residents 
could do so by employing the right strategies. 
However, it is worth noting that, nationally, 85% of 
college admission directors and 80% of admission 
officers arc White. Undoubtedly, increasing the 
number of Black recruiters a campus sends to high 
schools across the state (especially those emolling 
high nwnbm ofBla.ck students), to places of 
religious worship that Black families attcnd1 
and to predominantly Black neighborhoods and 
community centers would help increase a public 
postsecondary institution', chances of recruiting 
· more Black undergraduates. Diversifying the 
college admission profession requires intention­
ality and ca.sting a wider net. We write ab()ut a 
resource below in the Black faculty rccruicmcnt 
and retention section that would also help diversify 
admission offices. 
Last spring, our center published its biennial report 
on Black male student-athletes and racial inequities 
in NCAA Division I sports. Eighty-two percent 
ofinstitudons in the dataset were public. In the 
study, ProfeSsor Shaun Harper suggested admission 
officers should behave more like coaches who seek 
to recruit tl.lented Black male high school students 
to.play on revenue-generating sports teams. "A 
coach docs not wait for high school student5 to 
express interest in playing for the university- he 
and his staff scout talcnt1 establish collaborative 
partnerships with high school coaches, spend time 
cultivating one-on-one relationships with recruits, 
visit homes to t2.lk with parents and families, host 
special visit days for student-athletes whom they 
wish to recruit, and search far and wide for the 
most talented prospects," Harper noted. Targeted 
activities such as these arc necessary to recruit more 
Black studenr, who arc not athletes. We reject th'c 
exausc that admissible Black undergraduates cannot 
be found, as public postsecondary institutions 
confirm year after year that they arc able to mirac­
ulously locate Black men when millions of dollars 
arc to be made from their labor on football fields 




ENSURING GENDER EQUITY 
IN AND BEYOND ENROLLMENT 
For nearly two dccuics, higher education scholars 
a.nd practitioners have invested tremendous effort 
into narrowing rhe gender gap in Black student 
enrollments. 1hat women are now 52% and men 
arc 48% of full-time, degree-seeking Black under­
graduates ii evl~nce that these efforts have been 
successful at public institutions. It is norcworthy 
that Black women's enrollments did not decline 
as Black men's increased. What did happen1 
though, is that Bia.ck women's gender-specific 
needs, experiences, and issues were largely ignored 
as institutions worked to address Black men's 
challenges. This was wrong. 
On campuses where Black undergraduate women 
considerably outiiumbcc Black undergraduate 
men, or vice: versa, we recommend creating 
gender-specific outrea,h and enrollment stcate­
gies. Together, specificity and strategy can help 
achieve gender balance. Systemwide Black male 
initiatives, recruitment plans aimed at enrolling 
more Black men who ace not student-athletes, and 
campus resource centers and student organizations 
aimed at improving academic success for Black 
undergraduate men arc all fine with us - so long 
as institutions also commit energy and resources 
to understanding and meeting Black women's 
gender-specific needs. Just because Black women 
perform better on equity indlcatot5 such as the 
four used in this study docs not mean there arc 
not other inequities that specifically disadvana.ge 
them. We suggest conducting qualitative srudies 
on Black women's and men's uniquely gendered 
cxpetiences, as well as disaggregating quantitative 
data by race and gender. Analyzing Black women's 
educational outcomes in comparison to women 
from other racial/ethnic groups, as oppOSed to 
always using Black men as their comparison, would 
also reveal particular racial inequities. 
GRADUATING BLACK STUDENTS 
AT HIGHER RATES · 
Decades of research malm clc,r that high school 
preparation, affordability and financial aid, the 
investment of academic effort, and high levels 
of engagement inside a.nd outside of classroGms 
arc serious determinants of college completion 
(Mayhew et :al., 2016). Leadct5 at campus and 
system levels, as well as state and federal policy­
makers, need to take this research seriously and 
invest resources into initiatives that specifically 
prepare Black students for college and ensure they 
have the financial support necessary to persist once 
they enroll. Funding Pell Grants at lcvcli tha.t 
actually cover the cost of attendance for law-in­
come Blade. students is a serious rccommcndatiori 
for fcdenl policymakers. Giving institutions 
the resources they need to strategically address 
longstanding racial inequities mmt be among state 
and federal policymakers' highest priorities. 
In their 2018 study, USC Race and Equity Center 
rese:u:chers Shaun Harper and Charles Dav~, along 
with their collabocator Edward Smith1 discovued 
that college completion is not just about financial 
aid and the other aforementioned factors. Their 
rc9cacch makes clear that Black students also drop 
out of college because of the racism they frequently 
cncountec on campus. Educators and adminis­
trators must undcntand the relationship between 
environmental racism and Black student attrition. 
Data from our center's National Assessment of 
Collegiate Campus Climates, an annual quanti­
tative survey, would be helpful Once institutions 
have data about how Black undergraduatC5 differ­
ently and specifically experience the racial climate, 
various sttkeholdcrs across campus must begin 
ro strategically address students' encounters with 
racial microaggrcssion'.!i, raCUit stereotypes, er:il.sure 
in the curriculum, and oven forms of racism. Those 
cxpederu:cs, not just aca.dcmic readiness and finan­
cial aid, help distinguish Black undergraduates 
who drop out of college from those who ultimately 





RECRUITING AND RETAINING 
FULL·TIME BLACK FACULTY MEMBERS 
Since its publication in the journal ofHighlr Edrmz­
titm in 2004, "Interrupting the Usual: Successful 
Strategics for Di~rsifying the Facultt has become 
one of the most cited peer-reviewed articles on 
the topic of faculty diversity. It also has been 
used to guide practice on a countless number of 
campuses across the nation. We highly recommend 
tha.t public institution leaders read it and employ 
s.tntcgics offered therein. Diversifying the Fa,uity: A 
GuidlOfXJi far Si!arrh Cammi.tfl!lt i~ another incred­
ibly useful publia.tion for campus leaders, faculty 
members, and search committees. 
Institutions must go beyond simply postingjob 
announcements on their HR websites and in the 
Chronidt ofHig/Nr Eduarmn. Search commit-
tees have to be trained on bias, held accountable 
for producing racially diVCisc finalist pools, and 
expected to write position descriptions that amplify 
the institution's commitment to diYersity, equity, 
and inclusion. Aggressively disseminating ads 
through academic networks that include several 
Black academicians also is required for success. 
The USC Race and Equity Center will soon launch 
PRISM, a professional networking and racial 
equity recruitment resource for colleges and univer-
titics. Eventually, PRISM will include thousands 
of employable people of color with standardized 
profiles, as well as downloadable CVs/rcsumes and 
work samples. Institutions will be able to search 
fur and direct message professionals of color whom 
they deem qualified and potentially attractive 
for opportunities on their campwes. This will be 
one way to ensure that more current and prospec­
tive Black faculty member, know about positions 
at public institutions. In addition to faculty 
members across academic ranks and fields, PRISM 
will include administrators of color across sectors 
(admissions, student affairs, academic affairs, and 
busine55 services, to name a few). 
Recruiting more Black full-time faculty members 
without addressing racial climate and workload 
imbalance issues and ensuring that White faculty 
colleagues respect their scholarship would be a 
waste ofinstitutional resources. Turner, GonzUcz, 
and Wood (2008) published a comprehensive 
synthesis of research about faculty of color. White 
professors and leaden should read this article, 
discuss it, and begin wor~ng in oollaboration 
with Black colleagues and other faculty members 
of color on their campuses m strategically correct 
troublesome experiential realities. Anything short 
of this will guarantee perpetual imbalances in 
Black student-to-Black &culry ratios and high 
turnover rates among Black profcssots. 
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The University of Southern California is home to a dynamic research and 
organizational improvement center that helps profcsiiona.ls in educational 
irutitutiotl5, corporations, and other contens nra~i~lly develop and achtevc 
cqulty goals, better uo.dcntand and correct clima~ problems, avoid and recover 
from racial crises, and engineer sustainable cultures ofinclwion arid respect. 
Evidence, as well as scalable and adaptable models of success, inform our 
rigorous approach. 
The USC Race and Equity Center's strength latgely resides in iu 
interdisciplinary nt.rwodr. of facuhy affiliates. We uni~ mare than 100 
professors across academic Khools at USC who arc expert! on r.i.cc and racism, 
people of color, immigration, and other import:mt dimensions of equity. These 
scholus work together on research, as well u on the devcl~pment of useful tools 
and resources. Whcnjoumalists, polic:ymakers, and organizational leaders call 
us for expertise and auistancc. we lcvuagc our brilliant cast offaculty affiliates. 
Rigorous, evidence-based work that educates out nation, transforms institutions 
:and organiutions, boldly confronu racism, and stntegkally achieve, equity 
is what wt do at the USC Race and Equity Center. The Center is home to 
the National Assessment a( Collegiate Cun pus Climates, the USC Equity 
Institutes, PRISM (a profculonal nctworklng and racial equity tteruiting 
resource), and the Alliance for Equity, Diversity, and Inclusion in Business. 
Wcbaitc: rtce.usc.cdu 
Phone: (213) 740-0385 
Twittu : @uscR1ccEquicy 
USC Race and Equity Center 
University of Southern California 
635 Downey Way 
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CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON SENIOR PROJECT POLICY 
Impact on Existing Policy: 1 Updates existing policy to accommodate a variety of 
discipline-specific practices and encompasses the University mission. Supersedes 
resolutions AS-562-01, AS-594-03, AS-683-09. 
Background Statement: Configuring capstone experiences that support student learning goals, 
align with programmatic and University objectives, and account for resources is a significant, yet 
complex task. The aim of this resolution is to establish an updated, comprehensive senior 
project policy that accommodates a variety of discipline-specific practices and encompasses the 
University mission. 
1 WHEREAS, Specific guidelines for senior projects, as outlined in AS-562-01, do not 
2 adequately represent existing practices; and 
3 
4 WHEREAS, Guidelines and archiving requirements for senior projects are currently spread 
5 among three senate resolutions: AS-562-01, AS-594-03, and AS-683-09; and 
6 
7 WHEREAS, The attached policy incorporates significant elements of all three resolutions; 
8 and 
9 
10 WHEREAS, The current designation for senior project courses is non-standardized; 
11 therefore, be it 
12 
13 RESOLVED: That the attached policy supersedes AS-562-01, AS-594-03, and 
14 AS-683-09; and be it further 
15 
16 RESOLVED: That the university adopt a standard designation for senior project courses 
17 across the curriculum, either by returning to the former practice wherein the 
18 second course digit of 6 or 7 indicates a senior project course or by requiring 
19 that every senior project course has "Senior Project" in its title. 
Proposed by: Senior Project Senate Task Force 
Dawn Janke, Task Force Chair 
Date: September 27, 2018 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Senior Project Policy 
The project method has served as the foundation of Cal Poly's curriculum since the institution's 
inception, and the senior project, established as an integral part of the curriculum in 1941, 
functions as the culmination of a student's project-based learning experiences.1 To this day, the 
university remains steadfast in its commitment to affording students an opportunity to engage in 
and benefit from an integrative capstone learning experience through completion of a senior 
project. 
All Cal Poly undergraduate students shall2 complete a senior project as part of their 
baccalaureate degree program requirements. 
Definition. At Cal Poly, a capstone experience is a high-impact educational practice 3 in which 
students (a) integrate and evaluate the knowledge and skills gained in both the General Education 
(GE) and major curricula and (b) demonstrate career or postgraduate readiness. 
As a bridge from college to career/postgraduate success, the senior project at Cal Poly is a 
capstone experience with achievable outcomes that culminates in a self-directed final production 
or product carried out under faculty direction. Senior projects analyze, evaluate, and synthesize a 
student's general and discipline-specific educational experiences; relate to a student's field of 
study, future employment, and/or postgraduate scholastic goals; and include an element of 
critical, self-reflectiveness to facilitate student development and promote the metacognitive 
awareness that leads to lifelong learning. 
Expected Outcomes. While major programs of study shall be responsible for designing specific 
senior project learning outcomes, all senior projects at Cal Poly should provide an opportunity 
for holistic, competency-based assessment 4 that demonstrates a strong foundation in general and 
discipline-specific knowledge as well as an advanced proficiency in the core competencies of 
critical thinking, written and oral communication, information literacy, and quantitative 
reasoning. 
Senior projects shall broadly address program learning objectives, which should be well aligned 
with one or more college and universitv learning objective , including the ability to: 
• Think critically and creatively; 
• Communicate effectively; 
• Demonstrate expertise in a scholarly discipline and understand that discipline in relation 
to the larger world of the arts, sciences, and technology; 
1 See Helle, Tynjala, & Olkinuoara (2006) for a comprehensive definition of the project method and project-based learning. 
2 For the purposes of this policy, the term "shall" indicates required practices, whereas "should" represents nonmandatory, 
recommended practices. 
3 For an explanation of the capstone experience as a high-impact practice, see Kuh, G. (2008). High-Impact Educational 
Practices : What They Are , Who Has Access to Them, and Why They Matter. 
4 While Cal Poly does not follow the competency-based model of education, competency-based assessment practices are 
effective for senior projects because such practices measure performance on a variety of knowledge, skills, and abilities needed in_ 
a specific discipline or future endeavor , such as a career or postgraduate degree. Competency-based assessment protocols invite 
programs to design assessment methods that ensure graduates are career- or postgraduate-ready by engaging with industry 
experts to design relevant outcomes. See Bral & Cunningham(2016), Klein Collins (2012, 2013), Klein-Collins , Ikanberry, & 
Kuh (2014) , and Larsen McClarty & Gaertner (2015). 
1 
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■ Work productively as individuals and in groups; 
■ Use their knowledge and skills to make a positive contribution to society; 
■ Make reasoned decisions based on an understanding of ethics, a respect for diversity, and 
an awareness of issues related to sustainability; 
■ Engage in lifelong learning. 
Forms & Examples. Senior projects may be research-, project-, and/or portfolio-based; 
individually supervised or course-based; independently completed or team-based; discipline­
specific and/or interdisciplinary. They may take forms including, but not limited to, the 
following: 
• an experiment; 
■ a self-guided study; 
■ a student-generated research project; 
■ participation in a faculty-generated research project; 
■ engagement in an industry-driven project; 
■ a report based on a prior or concurrent co-op/internship or service learning experience; 
■ a design or construction project; 
■ a portfolio of work documenting the results of creative practices; and/or 
• a public presentation or performance . 
REQUIREMENTS 
Specific senior project requirements shall be determined at the department level; yet, all senior 
projects and senior project policies shall adhere to the following requirements. 
Senior projects shall 
• Commence when, or after, a student has earned senior standing, though completion of 
preparatory courses and/or research may precede senior standing; 
• Serve as a bridge from the college experience to professional/postgraduate readiness; 
• Include clearly defined student learning outcomes that are aligned with program learning 
objectives; 
• Have faculty oversight with scheduled meetings for which specific timelines/outcomes 
are defined; 
• Include a formal proposal and/or statement of intent to be submitted to the faculty 
advisor; 
• Involve inquiry, analysis, evaluation, and creation;5 
• Demonstrate core competencies in critical thinking, written and/or oral communication, 
information literacy, 6 and quantitative and/or qualitative reasoning in line with the 
University's W ASC accreditation criteria; 
• Require a process/production and culminate in a final product as defined at the program 
level; 
5 Because senior projects shall demonstrate mastery as appropriate for an undergraduate student, senior projects shall incorporate 
higher-level cognitive processes as identified in Bloom's revised taxonomy (see Airasian, Cruikshank, Mayer, Pintrich, Raths, & 
Wittrock, 2001). 
6 Information literacy is a set of abilities requiring individuals to "recognize when information is needed and have the ability to 
locate, evaluate, and use effectively the needed information" (American Library Association, 1989). 
2 
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• Include an explicit element of self-reflection ( e.g. dialogue with a faculty advisor, a 
written reflection as part of the deliverable, an oral reflection during a presentation, a 
self-evaluation form, etc.); 
• Adhere to discipline-specific norms of academic integrity and ethical practices; 
• Be individually and formally assessed; 
• Include a minimum count of 3 units, or 90 hours of work, 7 with no maximum; 
• Take no more than three quarters to complete; 
• Be assigned grades consistent with Cal Poly's policy on grading.8 
Note: Senior projects shall neither consist solely of a co-op/internship experience nor solely of a 
test/exam of any kind, and senior projects shall not be unsupervised. 
Departments shall 
• Make senior project policies and practices publicly accessible in both the catalog and on 
the department website; 
• Instruct students, when applicaple, of the need to comply with the university's intellectual 
property policy; policy for the use of human subjects in research; procedures and 
guidelines for human subjects research; and regulations, policies, and standards for the 
care and use of animal subjects in research; 
• Discourage costly senior projects and/or ensure students are aware that they are 
responsible for identifying costs and potential funding sources prior to initiation of a 
project; 
• Set standards for group-completed senior projects, ensuring that the number of students 
participating in a group senior project is not so large as to undiµy limit individual 
experience or responsibility and initiative; 
• Ensure the scope of a project is robust enough for students to integrate and apply general 
and discipline-specific knowledge yet not overly ambitious thereby resulting in delayed 
time to degree; 
• Review senior project processes and assess senior project artifacts at least once within a 
single cycle of program/accreditation review; 
• Determine a process for archiving senior projects, whether at the department- or college­
level and/or in collaboration with Kennedy Library.9 
7 With the definition ofa credit hour as 30 hours of work, as stated in Definition ofa Credit Hour . 
8 A grade of RP (report in progress) may be appropriate for the first quaiter ofa two-quarter senior project or the first and second 
quarters of a three-quarter project. Similarly, an I (incomplete) grade may be appropriate for a prqject that remains incomplete at 
the end of the prescribed period, although instructors are encouraged to consider the positive impact that awarding a regular letter 
grade may have on a student's progress to degree completion. 
9 Policies and procedures governing submissions to Kennedy Library's institutional repository are based on University policies 
pursuant to the Fainily Educational Rights and Privacy Act (FERPA), Intellectual Property Rights, and CSU accessibility 





While departments shall establish senior project practices within the context of their specific 
discipline, curriculum, and pedagogy, they should incorporate multiple pathways to senior 
project completion and adopt any or all of the following suggestions, which draw upon best 
practices in capstone experiences. 
Senior Projects should 
• Be student-directed; 
• Begin in inquiry; 
• Synthesize and apply prior learning in both GE and the major; 
• Involve individualized, independent learning opportunities; 
• Include a written element of at least 1,000 words; 
• Offer students an opportunity to create new knowledge, their learning legacy; 
• Help students develop their professional and leadership skills. 
Departments should 
■ Consider hosting informational meetings for students prior to or concurrent with senior 
project course enrollment; 
■ Scaffold the curriculum toward the senior project capstone experience by providing 
students with the opportunities to build their knowledge, skills, and experiences towards 
the level of accomplishment required by the senior project; 
■ Ensure all senior projects within a program challenge each student equally; 
■ Set the enrollment capacity for course-based senior project programs at 30 or fewer 
students in order to facilitate more direct interaction between a faculty member and an 
individual or team; 
• Offer interdisciplinary senior project opportunities within a department or in partnership 
with other majors; 
■ Encourage students to engage in ethical practices and embrace principles of diversity, 
inclusion, and equity when completing their senior projects; 
■ Engage in external review of senior project artifacts by alumni, professionals, and other 
disciplinary experts. 
For additional support, departments should consider 
• Collaborating with Kennedy Library to determine an effective archiving practice for all 
types of scholarly outputs including traditional, non-traditional, and non-digital native 
born research products; 
• Contacting the CTL T about workshops to help faculty develop senior project mentoring 
practices; 
• Reviewing the set of prompts available on the APP website to learn more about ways to 
design effective senior project policies and practices; and/or 
• Referencing some of the sources listed on the attached bibliography before 
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CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON MINORS 
Impact on Existing Policy: i This resolution supersedes all prior policies 
regarding minors including the following resolutions: AS-73-79, AS-213-86, 
AS-312-89, AS-335-90, and AS-437-95. This resolution will not supersede 
resolutionAS-775-14 on Cross-Disciplinary Studies Minors. 
l WHEREAS, A minor has been defined as a "coherent group of courses which 
2 stands alone and provides a student with broad knowledge of and 
3 competency in an area outside of the student's major"; and 
4 
5 WHEREAS, A major and a minor may not be taken in the same degree program; 
6 and 
7 
8 WHEREAS, The minor consists of 24 to 30 quarter units, of which at least half 
9 must be upper division; and 
10 
11 WHEREAS, Numerous resolutions outline requirements for minors and a single 
12 comprehensive policy would provide clarity; therefore be it 
13 
14 RESOLVED: That the Academic Senate adopts the attached "Academic Program 
15 Review Policies and Procedures - Policy on Minors", and be it further 
16 
17 RESOLVED: That, as part of this policy, the Academic Senate revise the unit range 
18 of minors from 24-30 quarter units to 24-32 quarter units in order to 
19 accommodate more effectively 4-quarter -unit classes into minors. 
Proposed by: Academic Senate Curriculum Committee 
Date: January 17, 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Academic Program Review Policies and Procedures -Policy on Minors 
DEFINITION 
A minor is defined as a coherent group of courses whieh stafl:ds alone andthat provides a student 
with broad knowledge of and competency in an area outside the student's major. 
MAJORS/MINORS 
• A major and a minor may not be taken in the same degree program ( e.g., a student 
majoring in history may not complete a minor in history, whereas a student majoring in 
crop science may complete a minor in plant protection). 
• The minor will be completed along with the requirements for the bachelor's degree. At 
least 12 units must be from outside the specified Major and Support courses. 
REQUIREMENTS 
• Students who wish to enroll in a minor should contact the department offering the minor 
and meet with the minor advisor. A stlldent should enroll in a minor as early as possible 
when considering their path to degree. 
• A minor consists of 24 to 32 units. At least half of the units must be from upper-division 
courses (300- or 400-level), and at least half of the units must be taken at Cal Poly (in 
residence). An exception is allowed for students earning a minor that involves a 
significant international component (e.g .. French, German . Spanish, or Italian Studies) m 
FFtmeh. German. S~aAish. or JtaliaR St1-:1aies who complete work toward that minor 
through study abroad; in these cases, at least a third of the units must be taken at Cal Poly 
(in residence). 
• Not more than one-third of the courses in a minor can be graded Credit/No Credit 
(CR/NC), except for courses that have mandatory CR/NC grading. 
• A minimum overall 2.0 GPA is required for completion of the minor . 
MINORS/GRADUATION 
• The minor should be declared as soon as the student is reasonably certain that they will 
pursue that minor. A minor is officially declared by submitting a completed minor 
agreement form to the Office of the Registrar. Once a minor is formally declared and 
entered into the student's record, progress in the minor can be tracked on the Degree 
Progress report. 
• The completion of the minor will be noted on the student's transcript but will not be 
shown on the diploma. In no case wiJl a diploma be awarded for the minor. 
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MINOR SHOULD BE OUTSIDE THE MAJOR 
In contrast to a concentration . A-~minor is defined as a coherent group of courses i,1i1hieh staRds 
alone andthat provides a student with broad knowledge of and competency in an area outside the 
student's major. In sontrast to a sonsentJ:ation, a minor stanels alone and is distinet from and 
outside the student 's degree major. For example, a major in Agricultural and Environmental 
Horticultural Sciences concentrating in Environmental Horticultural Science cannot obtain a 
Landscape Horticulture Minor but can obtain a Crop Science Minor. 
A minor must require that students take a minimum of 12 units outside of their specified Major 
and Support courses (see definitions of Major Courses and Support Courses at the end of the 
document). 
The 12 units (minimum) outside the specified Major or Support courses must be from 
1. Free electives; 
2. A list of designated electives, such as approved electives or technical electives; 
3. General Education courses (as long as they are not specified as Major or Support 
Courses); and/or 
4. Additional units that do not count towards the student's undergraduate degree 
requirements. 
Majors in which the majority of requirements for a minor are embedded within the major and 
support courses shall not grant the minor to their students. The Academic Senate Curriculum 
Committee (ASCC) will review combinations of majors and minors to identify major-minor 
combinations where it is possible for students to earn both the major and the minor without 
taking 12 units that are outside the major. If a minor is not sufficiently "outside the student's 
major", a note will be added to the catalog description of the minor indicating "Minor not open 
to students majoring in XXX." 
MINOR IS COHERENT GROUP OF COURSES 
A proposal for a minor program will demonstrate that the minor is a "coherent QJoup of courses 
with a defined purpose or theme.'" This coherence can be shown in two wavs: firsth . the 
proposal will include a brief matrix of the Minor Program Leaming Objectives correlated with 
the l~ourses in the minor. The matrix should map Minor Program Learn in!! Objectives to courses 
within the minor such that all PLOs are met b, every student obtaininfl. the minor. Similarlv. the 
reguirt:d courses should all meet. at least in part, one or more of the Minor PLOs. 
A second strong indicator of coherence is having a core group of courses of at least 12 units that 
is common for all students in the minor program. Some of these units ma\ include a choice of 
one course from a short list of courses that have similar content and course learnine objectives. 
For example. the following two requirements are consistent with the intent or this po lie,: 
Select from the follow ing (4 units): STAT 217. STAT 218. STAT 251. 
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Select from the followin g (4 units ): ENGL 330, ENGL 331, ENGL 332 . ENGL 333. 
ENGL 334. ENGL 335 . ENGL 339 
The first list includes three introducto rv statistics courses that contain similar content but are 
offered for different ma jors . The second list focuses on British Literature durin g different time 
periods. 
Pro posed programs that do not have a core of 12 units in their minor should include a written 
statement describin g how the minor offers a "coherent group of courses with a defined purpose 
or theme." 
The miflor eonsists of 24 to 32 quarter units, of ,•1hich, at least half must be Uflper EliYision. 
Tv,,e)ye or more of the Hnits in the minor mt:Jst be speeifieEl eot:Jrses vlith the remaiRder, if any, to 
be chosen from afl af!flro13riate list(s). The Sf!ecified Hnits in a miflor Illa)' ineh:1ae a ehoice of one 
course from a short list of courses that ha,•e similar eontent or em:lfse learRing objeoti¥es. For 
e1rnm13le, the fullowiHg req1:1irement is consistent with the intent of this poliey: 
Seleet froffl the following (4 units): STAT 217, STAT 218, STAT 251 . 
The abo¥e list includes three iAlrod1:1etory sl:atistics co1:1rses that Cfilnlain si-m+hlr contt~Al b1:1l are 
offereEl for Elitlerent majors. The ASCC wo1:1IEl consiaer the •I uHits in the above ~ample to be 
speeifiea. 
Progran~s may request an exceptiofl to the req1:1iremeAt that at least 12 uflits iR a minor be 
s13eeifieEl. E,teef!tioA reqHests 1flust be s1:1!:,miuea to the ASCC and should inehufo a written 
jt:Jstifieation that demonstrates how the courses in the lfliflor eAable all studeAts to achie·,•e the 
Minor Program beamiAg Objeeti·,·es. The ASCC will re¥ie.,.,-e,tcef)tioA reEjt:1ests in eonsultation 
with the Minor Program to ensure tha-t the minor offers a ··coherent grm1p of courses with a 
defined purpm,e or thi:!l1fle." 
A proposal for a fflii'lor f)rogmm will inelude a brief matrix of the Miflor Program Leaming 
ObjectiYes proYiE:ied l:>y the R'liflor correlated with the courses ifl the minor. This matrix sh01:1ld 
demonswate that the miRor is a "eoherent gro1:1Jl of courses with a aefineEl f!Uffl0Se or theme." 
The matrix. should n:iap MiA(H Program Learning Objeetives to emm,en withiA the minor sueh 
that all PLOs art.l met. Similarly, the requires eournes sho1:1ld all meet, at least in part, one or 
more of the Minor PLOs. 
MULTIPLE MINORS 
A student may count a maximum of 8 units between any two minors. 
NEW MINORS 
Because minors increase student choice and do not pertain to degree requirements, a new minor 
may be proposed at any time. A proposal for a _new minor will undergo the standard academic 
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review process and provide learning objectives, demonstrate student interest and need, identify 
resources, etc. 
New electives may be added to a minor at any time, but other changes may only occur during a 
catalog cycle . 
IMPLEMENTATION 
Existing minors with fewer than 12 specified units will not be required to request an exception or 
to provide justification, unless they propose substantive changes to the minor. All minors will 
need to provide Minor Program Leaming Objectives and their PLO-to-course mapping for the 
2021-2023 catalog. The Minor PLOs will be published in the 2021-2023 catalog. 
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DEFINITIONS 
As stated in the Cal Poly catalog, Major Courses and Support Courses are defined as: 
Major Courses 
• comprise the basic knowledge in the discipline and are required of all students in the 
major; 
• have the prefix of the major program and/or college; may be from any other prefix or 
discipline which are required in the major field of study; 
• count toward the Major GPA; include common core courses that are at least half of the 
required number of units in the major; 
• may be augmented by a concentration, minor or adviser approved electives; 
• which fulfill General Education requirements shall be listed in the major course category 
with a reference (as an asterisk) to the GE area; 
• should include 15 units designated at the 100-200 level. 
Support Courses 
• are any specified courses that are not listed in the major; do not carry the prefix of the 
home department, with the exception of advisor/technical/professional electives; 
• are optional depending on the nature of the degree program and the judgment of the 
program's faculty; 
• which fulfill General Education requirements shall be listed in the support course 
category with a reference (as an asterisk) to the GE area. 
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Background Material 
Cal Poly first addressed minors in Resolution AS-73-79, where it endorsed ''the concept of 
optional minors" and provided a definition: 
A minor is a formal aggregate of classes in a specific subject area designed to give a student 
documented competency in a secondary course of study. In contrast to options and 
concentrations it stands alone and is distinct from and outside the student's degree major. 
Additionally, it set forth that 
The minor consists of 24 to 30 quarter units, of which at least half must be upper division. 
Twelve or more of the units in the minor must be specified courses with the remainder, if 
any, to be chosen from an appropriate list. 
Resolution AS-213-86 tried to provide differentiation between minors and concentrations by 
stating "in contrast to concentrations it stands alone and is distinct from and outside the student's 
degree major." 
Resolution AS-312-89 called for a study on minors at Cal Poly. This study resulted in a 
Resolution AS-335-90, which concluded that minors that "presented a clear central theme and 
justified the choice of courses in relation to that theme were the strongest. In addition 
interdisciplinary programs were stronger if they included a course or courses which integrated 
the diverse elements of the program." 
The resolution also called for minors to be included in Program Review, and that "a proposal for 
a minor program be required to include a brief matrix of competencies provided by the minor 
correlated with the courses in the minor which will fulfill those competencies." Finally, it made 
minor changes to the definition of a minor: 
A minor is a group of courses outside the major with a defined purpose or theme which gives 
documented competency in a secondary course of study. 
Resolution AS-437-95 changed the policy that "A major and a minor may not be taken in the 
same discipline. Units taken for completion of the minor may not be counted to satisfy 
requirements for courses in the "major" column of the student's curriculum sheet" to simply say 
that "A major and a minor may not be taken in the same degree program." 
Finally, Resolution AS-775-14 established Cross-Disciplinary minors and had a provision that 
''the CDSM curriculum shall require at least 12 units of coursework that cannot be covered by 
the requirements of the student's major." 
Between 1995 and 2014, CAM was migrated to the Academic Plans and Programs site 
(https://academicprO!lrams.cal pol, .edu/content/academic policies/Policies-Undern:rad/Minors). 
Several of the provisions were not copied over, but no Academic Senate resolutions ever 
officially retired or replaced the previous ones. The policies on the website as of October 9, 2018 
are provided below . 
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Minors 
Definition: A minor is defined as a coherent group of courses which stands alone and 
provides a student with broad knowledge of and competency in an area outside the 
student's major. 
Majors/Minors 
• A major and a minor may not be taken in the same degree program (e.g., a student 
majoring in history may not complete a minor in history, whereas a student majoring in 
crop science may complete a minor in plant protection). 
• The minor will be completed along with the requirements for the bachelor's degree. 
Courses in the minor may be used to satisfy major, support, and general education 
requirements. 
Requirements 
• Students who wish to complete a minor are to contact the department offering the 
academic minor as early as possible in the program and fill out the appropriate 
agreement form. 
• A minor consists of 24 to 30 units. At least half of the units must be from upper­
division courses (300- or 400-level). For French, German, and Spanish language 
minors studying abroad, the residence requirement is reduced from 12 units (1 /2 of 
the 24 required for these minors) to 8 units, 1 /3 of the total. 
• Not more than one-third of the courses in a minor can be graded Credit/No Credit 
(CR/NC), except for courses which have mandatory CR/NC grading. 
• A minimum overall 2.0 GPA is required for completion of the minor. Prior to 
3/29/2017, French, German and Spanish language minors must have a minimum overall 
2.75 GPA. 
Minors/Graduation 
• The minor should be declared as soon as the student is reasonably certain that he/she 
will pursue that minor. Check with the minor advisor to complete the minor form, 
which should then be submitted to the Office of the Registrar. Once it is formally 
declared and entered into the student's record, progress in the minor can be tracked 
on the Degree Progress report. 
• The completion of the minor will be noted on the student's transcript but will not be 
shown on the diploma. In no case will a diploma be awarded for the minor. 
-- ----
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Resolution on Minors Survey 
Your college or organization: 
All questions had choices of: 
□ Strongly support □ Support □ Neutral □ Oppose □ Strongly Oppose 
and allowed for further comment. 
1. The current definition of a minor: 
"A minor is defined as a coherent group of courses which stands alone and provides 
a student with broad knowledge of and competency in and area outside of the 
students major." (Academic Policies, Minors) 
2. The current wording in the policy is that 
"At least 12 units must be outside of the specified Major and Support classes." 
3. The current wording in the policy (from the definition that has been used historically) is that 
"A minor should be a coherent group of courses" 
4. The current wording has a number of ways to exhibit that the minor has coherence, or focus. 
Please indicate your support for each of these (put large X through them if you don't think a 
minor should be focused or coherent). 
Having a set of 12 core units (okay ifthere are groupings with similar CLOs; see policy) 
Make this required 
□ Strongly support □ Support □ Neutral D Oppose □ Strongly Oppose 
Have 12 core units as an option (see next statement) 
□ Strongly support D Support □ Neutral D Oppose □ Strongly Oppose 
Request explanation of coherency if the minor doesn't have the 12 core units 
D Strongly support □ Support □ Neutral D Oppose □ Strongly Oppose 
5. A minor should have Program Learning Objectives 
6. A minor should map its courses to its PLOs 
7. List if any of the listed provisions would make you vote against the resolution 
8. Any further comments or feedback? 
12/10/18 {gg) 
Resolution on Minors Survey 
1 2 3 4 5 6 7 8 
# Support for Having a Set of 12 cu 
>-cu 
.w Support for Support for Support for Core Units Support for Support to Map Vote Other C: 0 Current Definition Current Wording Historical :::I Required Option Request PLO Courses to PLOs Against the Feedback 
VI u of a Minor in Policy Wording in the Explanatio Resolution 
Policy n 
Strongly support Strongly support Neutral Strongly Oppose Support Neutral Neutral None None 1 CLA 
support 
2 CENG Strongly support Strongly support Strongly support X X X Neutral Neutral None None 
Support Support Support Oppose Support Strongly Neutral Neutral None None 3 BLANK 
support 
4 CSM Support Support Support Neutral Support Neutral Support Support None None 
Strongly support Neutral Strongly support X X Strongly Strongly Strongly support None None 5 OCOB 
support support 
6 CENG Strongly oppose Strongly oppose Strongly oppose X X X Oppose Strongly oppose None Non 
7 CSM Support Strongly support Support Oppose Support Oppose Neutral Neutral None None 
8 CSM Strongly support Neutral Support Oppose Support Support Neutral Neutral None None 
Support Oppose Support Strongly Oppose Oppose Support Strongly oppose Unsure None 9 CENG 
oppose 
Support Support Strongly support Strongly Oppose Support Strongly Strongly support None None 10 CAFES 
support support 
I 
Strongly support Support Strongly support Strongly X X Strongly Neutral None None (11 11 CLA 
support support co 
I 
Support Support Support Neutral Strong ly Support Strongly Strongly support None None 12 CLA 
support support 
Strongly SU pport Strongly support Strongly support Strongly X X Strongly Strongly support No 
13 CLA 
support support 
Support Support Strongly support Neutral Oppose Neutral Strongly Strongly support X X 14 CAEO 
support 
Strongly support Neutral Strongly support Strongly X X X X X X 
15 CAEO 
support 
16 CSM Support Strongly support Support Support Support Neutral Support Support None None 
Strongly oppose Strongly support Strongly Strongly Strongly Strongly Strongly oppose 
17 CLA oppose oppose oppose oppose 
Neutral Support Neutral X X X Oppose Oppose 18 CSM 
Support Neutral Neutral Strongly Strongly Support Oppose 
19 CLA oppose oppose 
Strongly support Neutral Strongly support Strongly Strongly Strongly Strongly Strongly support 20 CENG 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON CREATION OF NEW DEPARTMENT FOR INTERDISCIPLINARY 
STUDIES IN THE LIBERAL ARTS 
Impact on Existing Policy: i NONE. 
1 WHEREAS, Interdisciplinary Studies is currently an interdepartmental major within the 
2 College of Liberal Arts (CLA); and 
3 
4 WHEREAS, The Science, Technology and Society program is a set of four minors within 
5 the College of Liberal Arts (CLA); and 
6 
7 WHEREAS, The College of Liberal Arts (CLA) has identified several benefits for formally 
8 combining two programs - the Interdisciplinary Studies (BA) program and 
9 the Science, Technology and Society (minors) program and elevating the 
10 combined programs into one new department called Interdisciplinary 
11 Studies in the Liberal Arts Department; and 
12 
13 WHEREAS, The benefits and the structure of the new department are provided in the 
14 attachment to this resolution; and 
15 
16 WHEREAS, Said change in status and name has been approved by the college of Liberal 
17 Arts department chairs/program directors and the CLA Interim Dean; and 
18 
19 WHEREAS, Approval for combining these two programs into a new department has 
20 been given by all college Deans and the Provost; therefore be it 
21 
2 2 RESOLVED: That the Academic Senate of California Polytechnic State University, San Luis 
23 Obispo approve the creation of a new CLA department, Interdisciplinary 
24 Studies in the Liberal Arts Department. 
Proposed by: Interdisciplinary Studies Program and Science, 
Technology and Society Program 
Date: November 27, 2018 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Overview 
As part of the CLA's commitment to Vision 2022 and the mission, core values and strategic 
goals of the university, both the Interdisciplinary Studies (IS) B.A. and the Science, Technology 
and Society (STS) Minors empower students with holistic, interdisciplinary experiences that 
prepare them for success in the global economy. Further, the CLA has repeatedly reaffirmed its 
commitment to ensure that students "develop the ability to understand, appreciate, and 
engage with the ways that different disciplines approach common problems." 1 
In open communication with all department chairs and program directors and the Interim Dean 
of CLA, we propose a reorganization to form a new department housing the Interdisciplinary 
Studies B.A. program and the Science, Technology and Society minors program. Reorganization 
will allow the college to support, teach and provide learning opportunities for students to 
develop an integrated understanding of important problems. Further, it provides students and 
faculty with interdisciplinary interests an intellectual home that allows them to develop their 
complementary and collaborative expertise. Finally, a single department structure provides the 
resources and support capable of addressing the increased demand in the minors and major 
programs in the most efficient manner. 
Background 
The Chancellor's Office approved the revision of the Interdisciplinary Studies (IS) B.A. on 18 
August 2018. 2 The IS program is designed to be flexible enough to accommodate students 
transferring from other majors, yet also focused enough to provide students with a coherent 
and rigorous baccalaureate education. The goal of the Interdisciplinary Studies program is to 
meet the needs of two student populations: (1) students whose major was not a good fit and 
who have had difficulty transferring into a new major, and (2) students whose academic goals 
cannot be best met through pre-existing major and minor options. The IS major is open to 
internal transfers only and provides an intellectual interdisciplinary home that supports the 
university's Graduation Initiative goals. In addition to a set of core courses, IS students must 
select one of seven areas of expertise: Arts & the Human Experience; Ethics, Law & Justice; 
Global Studies; Health, Culture & Society; Science, Technology & Society; Social Sustainability; 
or Technology & Human Expression. 
The Academic Senate approved four new Science, Technology & Society Minors in 2015 to 
encourage interdisciplinary integration, knowledge and experiences at the intersection of 
science, technology and society. The four minors are, in alphabetical order, (1) Ethics, Public 
Policy, Science, Technology and Society; (2) Gender, Race, Culture, Science, Technology and 
Society; (3) Media Arts, Science, Technology and Society; and (4) Science and Risk 
1 
"College of Liberal Arts: Envisioning the Future, Tier 3 Narrative," (Winter 2015), p. 2. 
2 As part of the revision process, the Chancellor's Office also approved the conversion of the existing, but 
suspended BA in Interdisciplinary Studies major from self-support in Extended Education to state-support in the 
College of Liberal Arts. 
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Communication. The four minors are united around a common introductory and capstone 
course with a separate set of required core courses and electives for each minor. 
Starting in 2015, the four STS minors have been administered by a program director. In some 
cases, the director also served as the director of the Interdisciplinary Studies in the Liberal Arts 
program. 3 As of fall 2018, both the Interdisciplinary Studies major and the Science, Technology 
and Society minors are run under the auspices of one director. During the 2018-2019 academic 
year, the ISLA program is hiring for Director of the STS minors and the IS major . 
Rationale for a New Department 
The new department is necessary to provide an intellectual hub for students to pursue 
interdisciplinary work efficiently, minimizing time to graduation while providing a set of robust 
and meaningful integrative experiences. Importantly, from the student perspective, a 
department reduces barriers in navigating Cal Poly's organizational complexity, provides 
resources to ensure appropriate career and post-graduate related learning, increases targeted 
advising, and enables meaningful mentorship for senior projects and research. Each of these is 
important in achieving Cal Poly's Graduation Initiative goals. Each of these is also particularly 
important for the success of interdisciplinary programs. 
While most departments and programs within the college are to some degree interdisciplinary, 
there is also ample evidence to suggest that such work and learning are better supported in 
environments and processes underpinned by interdisciplinary thinking and approaches. The 
goal of the new department is not to isolate faculty and students from other departments 
within the CLA but rather to create a department that serves as a natural hub for 
interdisciplinary work in its teaching, research and service. 
Further, the IS major is currently the only major fully housed within the College of Liberal Arts 
that does not operate within a department structure and still only exists as a progr;;im. As 
evidenced in the table below, we anticipate increasing student demand for the IS major as it 
becomes fully operationa'I. As evidenced by the success of the Science, Technology and Society 
minors demonstrated in the table below, students at Cal Poly are clearly seeking opportunities 
to pursue interdisciplinary work focused on issues and skills they wish to develop. Combined 
with the increasing success of the STS minors, such growth places tremendous pressure on 
programs that do not have the opportunity to retain dedicated tenure line faculty or the ability 
of students to efficiently complete degree requirements and graduate in a timely manner. 
3 In 2016, the Humanities (HUM) program and prefix courses were renamed Interdisciplinary Studies in the Liberal 
Arts (ISLA) to better reflect the offerings and programs existing under the prefix. 













2018-2019 150 24 174 
2019-2020 175 48 223 
2020-2021 200 60 260 
2021-2022 200 72 272 
2022-2023 200 84 284 
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At the most basic level, a department is necessary to ensure that the Interdisciplinary Studies 
major and the Science, Technology and Society minors can continue to provide holistic, 
experiential and vibrant learning opportunities for students. The departmental structure 
ensures that these students and programs are not relegated to lesser positions within the 
college and university structure. It creates opportunities for faculty to continue to invest in 
providing interdisciplinarily rich environments by recognizing the value and centrality of such 
work. It provides students avenues through which they can graduate in a timely manner with a 
degree that supports a wide variety of career-ready skills. 
Resource Implications of a new Interdisciplinary Studies in the Liberal Arts Department 
Many of the resources to support the new department are already in place or secured. There 
are currently five tenure-line faculty attached to the STS Program via Memorandums of 
Understanding (MOUs). There is currently a search underway for a STS/IS Director. The budget 
for the STS Program and IS Major have already been approved and accounted for as part of the 
approval process for the new major and as regular operating practices of the CLA. 
Faculty, Administrative , and Staff positions 
Department Chair 
The makeup of the faculty will be reorganized in the new department under a Department 
Chair. 
Faculty 
We anticipate meeting the faculty needs for the new department in a number of ways. First, 
faculty within the CLA engaged in interdisciplinary work will have the opportunity to move all or 
part of their tenure-line appointment to the new department via a process approved by all 
department chairs, program directors and the Interim Dean. 
4 
"Bachelor of Arts in Interdisciplinary Studies: Proposal for Revising and Converting to State-Support," (Spring 
2018), p. 24. 
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Second, there are a number of faculty formally attached to the existing Science, Technology and 
Society minors. Between 2014 and 2018, the CLA hired five faculty (Coleen Carrigan, Matthew 
Harsh, Jim Werner, Brian Beaton and Martine Lappe') who share their primary teaching, 
research and service responsibilities between the four minors and tenure-home departments 
within the college. The division of teaching, research and service responsibilities between the 
tenure departments and STS is outlined within each faculty member's Memorandum of 
Understanding (MOU). We anticipate thatthe STS component of their MOUs would transfer 
over from the existing STS Program to the new department. In addition, the STS/IS Director to 
be hired in the 2018-2019 academic year will likely be 1.0 FTE in the new department, assuming 
a new department is formed. 
Finally, there are a number of lecture- and tenure-line faculty attached to specific course 
proposals within the new IS major. The table below presents faculty for the core courses in the 
IS Major and the STS Minors as identified in the course proposals or by offerings since Fall 
2016.5 
Table 2. Core Courses in Interdisciplinary Studies B.A. and/or Science, Technology and Society 
Minors 
Course Title Current/Previous 
Teaching Faculty 
Listed Teaching 
Faculty on Course 
Proposal 




ISLA 201 Introduction to Interdisciplinary Studies Bodemer Adan, Askay, 
Murphy, Razi 




ISLA 303 Values and Technology Johnston, Moon, 
Scarborough 
ISLA 305 Public Engagements with STEM Kolodziejski 




ISLA 340 Media Arts and Technologies: Storytelling Barros 
ISLA 341 Media Arts and Technologies: Cinematic 
Processes 
Barros 





5 Please note that ISLA currently houses many interdisciplinary study-abroad courses not included in the second 
table. 
ISLA 393 Action-oriented Ethnography Carrigan 







ISLA456 Advanced Project-Based Learning in 









* First offering, 2019-2020 Academic Year 
Staff 
We believe that the majority of the support staff required for the new department are currently 
in place or were approved as part of the proposal for the IS major. 
Administrative Support Staff 
Since the launch of the STS Minors in 2015, the staff support for the HUM/ISLA programs has 
gone through several iterations, most of which were combinations of part-time support from 
other departments. Currently, the programs are supported by a single ASC I, Nicole Rivera (FTE 
1.0). Importantly, the transition to a full-time ASC coincided with the launch of the new IS 
major, and includes staff support for the Center for Expressive Technologies.6 During the first 
two years of the new department, the college has agreed to continue to provide administrative 
support staff through existing resources. 
Budget 
We anticipate that the new department will require few additional resources above those 
previously approved for the STS program and IS major. The college currently supports the STS 
Director, the Administrative Support Coordinator, and the STS courses with the ISLA 
designation. The budget for the already-approved IS major includes the resources to support 
the IS major coordinator, additional administrative staff required for the program, and a budget 
to staff major courses in ISLA and in other departments. We anticipate that these combined 
resources should largely cover the operational costs of the new department. 
6 The Center for Expressive Technologies is a college level center closely related to the work of the STS minors. It is 
currently directed by Dr. Matthew Harsh, associate professo.r in Social Sciences and STS. 
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The ASC already has an office space and the new IS/STS director will come in with a 
faculty office as part of the hiring process. We will use regular CLA processes for determining 
office space to move the program's Administrative Support Coordinator and Chair in proximity 
to each other as space and resources allow. As indicated in the proposal for the IS major, we do 
not anticipate requiring additional specialized classroom spaces or other facilities. The STS 
faculty already have access to existing research space in Building 52 and we anticipate that they 
would still have access to this space as part of the new department. Space resources and 
maintenance of these spaces have already been accounted for in the normal operations of the 
CLA. 
-67-
College of Liberal Arts 
Dean's Office 
6 November 2018 
Academic Senate 
Cal Poly -San Luis Obispo 
Dear Members of the Academic Senate, 
Thank you for your consideration of the proposed reorganization and change of administrative 
status for the Interdisciplinary Studies Program and the Science, Technology and Society 
Program. As department chairs, program directors and members of the College Council, we 
enthusiastically and unanimously support this proposal for the ways it wili support student 
success and faculty development. 
We believe that reorganization will allow the college to support, teach and provide learn by 
doing opportunities for students based in an interdisciplinary and integrated understanding of 
important problems. Importantly, the new department c~eates an intellectual hub for students 
to pursue interdisciplinary work efficiently, minimizing time to graduation while providing a set 
of robust and meaningful integrative experiences. 
From the student perspective, a department reduces barriers in navigating Cal Poly's 
organizational complexity, provides resources to ensure appropriate career and post-graduate 
related learning, increases targeted advising, and enables meaningful mentorship for senior 
projects and research. By providing students and faculty with interdisciplinary interests an 
intellectual home in the college, a department encourages the development of their 
complementary and collaborative expertise. 
Finally, we believe a single department structure provides the resources and support capable of 
addressing the increased demand in the minors and major programs in the most efficient 
manner. As evidenced by the success and growth of the Science, Technology and Society 
minors, students at Cal Poly are clearly seeking opportunities to pursue interdisciplinary work 
focused on issues and skills they wish to develop. Combined with the approval of the new 
Interdisciplinary Studies major, such growth places tremendous pressure on programs that do 
not have the opportunity to retain dedicated tenure-line faculty or the ability of students to 
efficiently complete degree requirements and graduate in a timely manner. A department 
would provide a stable and coherent structure for these two programs, and we support the 
creation ofthis department in the College of Liberal Arts. 
Sincerely, 
Phone 805-756-2706 I cla.calpoly.edu 
1 Grand Avenue I San Luis Obispo I CA I 93407-0320 
Giancarlo Fiorenza W. Terrence Spiller 





Chair, Communication Studies Chair, Philosophy 
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Catherine Waitinas Elizabeth Lowham 
Interim Chair, English Program Director, Interdisciplinary 
~ Studies, Science, Technology and Society Chair, Political Science 
• ./ 
Denise lso; Js 
Chair, Eth/ Studies 
Jasna Jovanovic 
Chair, Psychology and Child Development 
Ken aero 
Chair, Graphic Communication 
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~~- Chair, Theatre 1and ~ Dance Brady Teufel Interim Chair, Jour.oiili /j ._ ~,~ Jane Lehr 
Chair, Women's & Gender Studies 
David Gillette , ,,- ( '' ·•·&::::j 
Program Director, Liberal Arts and , ____ 
Engineering Stud-ies 
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Phone 805-756-2706 I cla.calpoly.edu 
1 Grand Avenue I San Luis Obispo I CA I 93407-0320 
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'W' College CALPOLY of Liberal Arts 
MEMORANDUM 
TO: DATE: Dustin Stegner 
Chair, Academic Senate 
FROM: Kathryn Rummell ~ cc: 
Interim Dean, College of 
Liberal Arts 
November 29, 2018 
Kathleen Enz Finken, Provost and Executive Vice 
President for Academic Affairs 
Scott Dawson, Dean, Orfalea College of Business 
Amy Fleischer, Dean, College of Engineering 
Christine Theodoropoulos, Dean, College of 
Architecture & Environmental Design 
Andrew Thulin, Dean, Conege of Agriculture, Food 
and Environmental Sciences 
Dean Wendt, Dean, College of Science and 
Mathematics 
SUBJECT: Resolution on Creation of New Department for Interdisciplinary Studies in the 
Liberal Arts 
This memo formally acknowledges approval of the above-entitled Academic Senate resolution 
and proposal to create a new department, Interdisciplinary Studies in the Liberal Arts, by the 
Deans' Council. The Deans' Council endorsed the proposal at its November 26, 2018 meeting. 
Phone B05-756-2359 I cla.calpoly.edu 




CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON ENDORSING MAIN COMPONENTS OF CAL POLY'S STRATEGIC 
PLAN 
Impact on Existing Policy: i 
1 WHEREAS, In May 2011, the Academic Senate Passes resolution AS-728-11, which 
2 endorsed The Cal Poly Strategic Plan - V7, as a strategic framework; and 
3 
4 WHEREAS, AS-728-11 defined the key components of a strategic plan to be "a vision 
5 statemen, a mission statement, a set of goals to achieve the mission and 
6 vision, and a set of key performance indicators"; and 
7 
8 WHEREAS, AS-728-11 called upon the Academic Senate to establish a committee to 
9 collaborate with the administration in further developing the Cal Poly 
10 Strategic Plan; and 
11 
12 WHEREAS, Resolution AS-812-16 adopted in March 2016 charged the Budget and Long­
13 Range Planning Committee to work with the administration to further 
14 develop the University's Strategic Plan; and 
15 
16 WHEREAS, AS-812-16 requested the Budget and Long-Range Planning Committee to 
17 ensure that the Administration developed a "succinct set of specific 
18 measurable goals and actions, key performance indicators for these goals 
19 and actions, and a timeline for the goals and actions to be accomplished"; 
20 and 
21 
22 WHEREAS, The Budget and Long-Range Planning Committee has worked with the 
23 administration to update the strategic objectives and goals of the 
24 University's Strategic Plan which can be found in the accompanying 
25 appendix; and 
26 
27 WHEREAS, The administration has reached out to the campus community to build a 
28 new set of strategic objectives and goals that align with the University's 
29 mission and vision; and 
30 
31 WHEREAS, The administration and the Budget and Long-Range Planning Committee 
32 agree that the strategic objectives and goals of the current strategic plan 
33 capture the key goals the university would like to achieve; and 
Adopted: 
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34 WHEREAS, The Budget and Long-Range Planning Committee believes that a strategic 
35 map, which is a visual representation of the links among the key objectives 
36 across the seven priorities, would be a useful component to add to the 
3 7 strategic plan for communication how the priorities align; and 
38 
39 WHEREAS, The current draft of the strategic plan does not have a set of key 
40 performance indicators and metrics developed and finalized; therefore, be it 
41 
42 RESOLVED: That the Academic Senate endorse the seven Strategic Priorities and 
43 accompanying goals of the current draft plan, and be it further 
44 
45 RESOLVED: That the Academic Senate endorse the Strategic Implementation Plan in the 
46 current draft plan, and be it further 
47 
48 RESOLVED: That the Academic Senate encourage the Administration to allocate 
49 adequate funding to achieve the plan and its targeted goals, and be it further 
50 
51 RESOLVED: That the Academic Senate call upon the Administration to develop 
52 committees comprising faculty, staff, and students to finish the key 
53 performance indicators and accompanying metrics for each set of goals 
54 under the seven strategic priorities, and be it further 
55 
56 RESOLVED: That the Academic Senate call upon the Administration to have a final draft 
57 of the University's Strategic Plan completed by May 2019, and be it further 
58 
59 RESOLVED: That the Academic Senate call upon the Administration to develop a 
60 strategic map that brings together the seven key strategic priorities. 
Proposed by: Academic Senate Budget and Long-Range 
Planning Committee 
Date: January 8, 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 




Strategic Plan 2018- 2023 
Brief Version (11/5/18) 
Foundations 
The Strategic Plan for Cal Poly is designed to provide direction for the future of the 
university through 2023. This plan is grounded in Vision 2022 as well as the Academic Plan 
for Enrollment and the Master Plan, as well as the university's mission, vision and values. 
♦ Mission and Values 
Cal Poly fosters teaching, scholarship, and service in a learn-by-doing environment 
where students and faculty are partners in discovery. As a polytechnic university, Cal 
Poly promotes the application of theory to practice. As a comprehensive institution, 
Cal Poly provides a balanced education in the arts, sciences, and technology, while 
encouraging cross-disciplinary and co- curricular experiences. As an academic 
community, Cal Poly values free inquiry, cultural and intellectual diversity, mutual 
respect, civic engagement, and social and environmental responsibility. 
♦ Vision 
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Cal Poly will be recognized as the premier comprehensive polytechnic university, 
with an unmatched reputation for promoting Learn by Doing and nurturing student 
success. 
As the premier comprehensive polytechnic university, Cal Poly will play a critical role 
in shaping the future of California through the professional contributions of its 
graduates, faculty and staff. Through their innovations, leadership and commitment 
to social and political inclusion, Cal Poly graduates, faculty and staff will improve 
their local communities and the broader world that their actions touch. 
To achieve our vision Cal Poly will focus on student success by continuing to create 
and nurture a diverse and inclusive learning community. Student success is achieved 
only with faculty and staff success. The culture of success requires infrastructural 
strength, sustainable practices, local and state economic development and financial 
health. 
Vision 2022. Introduced to the campus by President Armstrong in May of 2014, 
Vision 2022 provided the groundwork for the master-plan process and several 
divisional strategic plans. The following founding and guiding principles from Vision 
2022 function as four dimensions along which strategic decisions will continue to be 
evaluated: 
• Learn by Doing 
• Student Success 
• Excellence Through Continuous Improvement 
• Comprehensive Polytechnic State University 
These founding and guiding principles are the basis of the university's strategic plan, 
as are the vision's six strategic objective: 
• Enhance student success 
• Create a vibrant residential campus 
• Increase support for the Teacher-Scholar Model 
• Create a rich culture of diversity and inclusivity 
• Secure the financial future of the university 
• Develop a greater culture of transparency, collaboration, and accountability 
♦ Learn by Doing 
Conceived as a Learn by Doing institution in 1901, Cal Poly was described at the time 
by journalist Myron Angel as a school that would "teach the hand as well as the 
head." Today Cal Poly remains committed to its Learn by Doing philosophy, which 
the Academic Senate has defined in this way: "Learn by Doing is a deliberate process 
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whereby students, from day one, acquire knowledge and skills through active 
engagement and self-reflection inside the classroom and beyond it." 
Learn by Doing at Cal Poly takes many forms. Through curricular and co-curricular 
experiences faculty and staff work closely with students to meet learning objectives 
through experiential learning and provide opportunities for students to participate, 
often simultaneously, in discovery learning through problem solving. For many 
students, the capstone senior project, which was introduced to the curriculum in 
1942, exemplifies the intentional blend of experiential and discovery learning that is 
the signature of Cal Poly's Learn by Doing philosophy. 
From the practice of the Learn by Doing philosophy emanates all success for faculty, 
staff, and students. Cal Poly students are motivated high-achievers who arrive with a 
commitment to a major, indicating that they have a clear vision of their academic 
and professional future, which they expect the university to support. The side-by­
side Learn by Doing curriculum is designed to provide students with concrete 
experience in their majors and in general education from day one. Cal Poly faculty 
and staff have built programs that have positioned the university as one of the most 
selective public universities in the United States. Faculty hone their skills in the 
classroom, co-curricular activities, in their research and creative activities and 
through collaborations with each other. 
♦ Teacher-Scholar Model 
As practiced at Cal Poly, the Teacher-Scholar Model includes meaningful student 
engagement in faculty scholarly activity and inclusion of scholarship in teaching to 
create vibrant learning experiences for students. Scholarship is defined in general 
terms as the scholarships of discovery, application, integration, and 
teaching/learning (Boyer, 1990), implemented in a discipline-specific manner while 
mindful of Cal Poly's mission. 
♦ Student Success 
The outcome of Learn by Doing and the Teacher-Scholar Model is student success. 
Cal Poly is uniquely focused on the student experience, both inside and outside of 
the classroom. Most easily defined through the Graduation Initiative 2025, the 
system-wide effort to facilitate student retention and timely graduation, student 
success at Cal Poly comes to life at annual commencement ceremonies, but it is also 
vibrantly on display on the athletic fields, in community service activity throughout 
San Luis Obispo, in student leadership opportunities and in senior projects among 
many other examples. 
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Every person who works and supports Cal Poly is dedicated to student success. Our 
faculty and staff operate in a collective partnership designed to maximize each 
other's expertise in advancing the student experience. As we continue to remain 
focused on student success, we emphasize student needs and their success as a 
decision-making factor over all others. 
Student success cannot happen without a commitment to creating the most 
inclusive campus climate possible. Every person, no matter the identities they have, 
must feel welcome and valued at Cal Poly. This element of student success is critical 
because, at our core, Cal Poly is a collection of focused human beings who thrive on 
the collective impact we have when we support each other and our larger goals. 
+ Strategic Priority 1: Enhance the Success of All Cal Poly Students 
Goal lA: Maintain and enhance Cal Poly's signature pedagogy of Learn by Doing. 
Goal 1B: Assure that all students attain the knowledge, skills, and understanding to 
thrive in a diverse, evolving, and competitive environment. 
Goal lC: Ensure access to an excellent education for all California students by providing 
financial aid support for those with the greatest economic need. 
Goal 1D: Improve first year and transfer student graduation rates and eliminate 
achievement gaps for all students to meet the goals of the CSU's Graduation Initiative 
2025. 
Goal lE: Provide an additional high-impact experience for every undergraduate studenti. 
♦ Strategic Priority 2: Cultivate the Excellence of All Employees 
Goal 2A: Recruit and retain the best employees. 
Goal 2B: Foster inclusive and excellent teaching practices through continued faculty 
development. 
Goal 2C: Encourage innovative scholarship in all its forms - discovery, application, 
integration, and engagement, as well as teaching and learning. 
Goal 2D: Promote professional development opportunities for all employees. 
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Goal 2E: Communicate and share more broadly the significant achievements of all 
employees. 
+ Strategic Priority 3: Enrich the Campus Culture of Diversity, Equity, and 
Inclusion 
Goal 3A: Create an aligned and cohesive focus on diversity and inclusion across the 
university. 
Goal 3B: Create and sustain a more diverse, equitable, and inclusive university 
community that reflects and serves the diverse people of California. 
Goal 3C: Prepare all students for their future through an education that includes 
diversity learning and reflects the principles of Inclusive Excellencei. 
Goal 3D: Further develop a campus climate that reflects the va·lues of diversity, equity, 
and inclusion, as well as free inquiry and mutual respect. 
♦ Strategic Priority 4: Strengthen our Portfolio of Academic Programs 
Goal 4A: Make the General Education program a distinctive, mission-driven experience 
that prepares students for their personal and professional lives. 
Goal 4B: Develop innovative and sustainable undergraduate degree programs that meet 
the present and future needs of society and industry. 
Goal 4C: Pursue innovative and sustainable initiatives in graduate, post-baccalaureate, 
and alternative academic programs that build on the university's mission and expertise. 
Goal 4D: Address real-world problems, such as environmental sustainability, through 
interdisciplinary and international experiences, as well as, community and industry 
partnerships. 
♦ Strategic Priority 5: Create an Engaged, Vibrant, and Healthy Community 
for Students 
Goal SA: Encourage the development of an ethos of individual social responsibility in 
every student. 
Goal SB: Ensure that all students engage in effective, out-of-the-classroom experiences 
that prepare them for a life-long relationship with Cal Poly. 
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Goal SC: Create the extracurricular facilities and co-curricular programs anchored in 
Learn by Doing that create a vibrant residential campus community. 
Goal SD: Cultivate a campus environment that emphasizes all aspects of personal and 
community wellbeing. 
♦ Strategic Priority 6: Leverage Data and Technology to Support the 
Institution's Mission 
Goal GA: Create a robust technological experience that enables engagement within and 
beyond the borders of campus, connects people with university data and resources, and 
provides a secure, stable and modern technological ecosystem. 
Goal 6B: Build relationships locally, nationally and globally to showcase the power of 
collaboration, support and advance the university's mission, and create alignment in the 
vision, priority, and pace of campus initiatives. 
Goal 6C: Enable student success by creating a digital environment that empowers 
learning, teaching, and living at Cal Poly, while supporting the engagement of and 
alumni and prospective students. 
♦ Strategic Priority 7: Secure Our Future by Improving Finances, Facilities, 
and Systems 
Goal 7A: Ensure the economic viability of the institution through a resilient and 
sustainable business model, including public and private partnerships that enhance 
revenue. 
Goal 7B: Foster a robust culture of philanthropy that allows the university to generate 
private gifts in support of institutional goals. 
Goal 7C: Develop and maintain facilities that promote a sense of pride and confidence in 
the campus environment. 
Goal 7D: Ensure the sustainability of the whole campus environment by making it smart, 
resilient, and carbon neutral. 
Goals 7E: Ensure transparency of operations through clear and frequent 
communications at all levels. 
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2018-2023 Strategic Plan Implementation 
The President's Cabinet will serve as the Steering Committee for the Strategic Plan and will 
oversee all aspects of the development and implementation of the plan. This includes 
prioritizing the implementation of goals, obtaining resources to achieve success, and making 
modifications to the plan as unforeseen conditions arise. Many goals will have natural 
overlap in tactics, and this consistency and focus is positive. The Steering Committee will 
ensure that where overlap exists, collaboration is occurring. 
Each aspect of the plan will have an Executive Champion and a Senior Sponsor(s). Executive 
Champions are members of the President's Cabinet who will assume responsibility for 
selecting senior sponsors for the goals, establishing timelines for implementing the goals, 
and determining the metrics of success for each goal. 
Executive Champions, with the support of the Senior Sponsor(s) will also be required to 
report on an annual basis the status of implementation and progress towards success 
metrics for each goal under their responsibility, and the university will provide a 
comprehensive and transparent update on the progress made under this plan. 
Senior Sponsors are members of university leadership with expertise relevant to the goal 
and are charged with creating cross-divisional/college implementation teams that do the 
work of operationalizing the goal towards success, convening their teams, and making 
recommendations to President's Cabinet or other appropriate group when obstacles 
prevent achieving success or the context has shifted requiring a change in the goal. 
Senior Sponsors report to the Executive Champion(s) for their goal and provide regular 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 1: PREFACE 
Impact on Existing Policy: This resolution establishes a statement of policy 
about the proposal and revision of university-level faculty personnel policies. 
Policies and statements in the attached policy document are derived from AS-
650-06, AS-725-11, AS-752-12, and AS-859-18. It supersedes AS-829-17 i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-
9 17"; and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and 
12 other faculty units reorganize their faculty personnel policy 
13 documents to conform their documents to the chapter structure of 
14 UFPP"; therefore be it 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 "Proposed Chapter of University Faculty Personnel Policies 
18 Document: CHAPTER 1: PREFACE" be established as Chapter 1: 
19 Preface of UFPP, and be it further 
20 
~1 RESOLVED: Colleges and the Library revise their personnel policy documents by 
22 Spring 2020 to have chapter 1 of their documents be a Preface 
23 modeled after that of UFPP. 
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Proposed by: F AC 
Date: Sometime in 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Proposed Chapter of University Faculty Personnel Policies Document: 
CHAPTER 1: PREFACE 
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC. employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18} establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 




FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution . 
A draft of one of these chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter. 
Summary of Chapter 1: Preface 
The Preface of UFPP offers the guiding principles for its faculty policies in the form of Cal Poly's vision 
and mission statements and the statement of Cal Poly's commitment to the teacher-scholar model. It 
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also includes an account of the purpose and scope of the document in relation to the various forms of 
legislation, contract provisions, local Academic Senate resolutions, or any other documents that inform 
and establish our faculty personnel policies .. The Preface directs colleges and the Library to maintain 
and update their own personnel policy documents in accord with UFPP. It closes with a statement of 
the Academic Senate established procedures for composing and revising sections of UFPP. 
Impact on Existing Policy 
This Preface gives a new form of expression to pre-existing policies, values, provisions and 
requirements, but does not establish new policies. The statements of policies in the Preface were 
established by Academic Senate resolutions. The Preface states that by the Senate action establishing 
the Preface as a chapter of UFPP, its formulation of those policies supersedes those in its originating 
resolutions. It thereby clarifies the policy history related to the provisions of this portion of UFPP. 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges to restructure their 
faculty personnel policy documents into the same chapter division as UFPP. When a chapter of UFPP is 
approved by the Academic Senate and ratified by the President, colleges will now have a focused area 
of new or revised policy that they must consult and, if necessary, use to revise their documents 
accordingly. 
Current college documents typically begin with guiding statements and include provisions for revising 
the policy document. 
For colleges with up-to-date formulations of their values and mission, procedures for policy revision, 
etc., this imposition on the colleges would be as insignificant as placing the heading of "Chapter 1: 
Preface" over their existing statements of guiding principles and and their procedures for revising their 
documents. Colleges with out-of-date prefatory statements and policy revision procedures would take 
on the task to update them, now with some guidance of what is expected for this portion of their 
personnel policies document. 
Colleges should cover the topics in UFPP, but may add additional subdivisions as necessary. 
Feedback from Faculty Units 
When proposing personnel policies1 FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
Faculty units provided no specific feedback on the elements of the Preface. 
What follows is the proposed text of the chapter ... 
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1. Preface 
1.1. Summary 
1.1.1. The prefatory materials in the document include a general statement of Cal Poly's 
vision and mission statements, along with Cal Poly's commitment to the teacher­
scholar model. It states the hierarchy of policy in the CSU. It also includes the formal 
statement of the Senate personnel policy revision process by which portions of this 
document are composed and revised. Colleges and departments can put in the 
Preface of their personnel policies documents their own mission/vision statements, 
any guiding principles that inform their understanding and implementation of the 
teacher/scholar model, and any policies or procedures for revising their policy 
documents. 
1.2. Vision Statement 
1.2.1. Cal Poly will be the nation's premier comprehensive polytechnic university, an 
innovative institution that develops and inspires whole-system thinkers to serve 
California and help solve global challenges. (CAP 110.2) 
1.3. Mission Statement 
1.3.1. Cal Poly fosters teaching, scholarship, and service in a Learn by Doing environment in 
which students, staff, and faculty are partners in discovery. As a polytechnic 
university, Cal Poly promotes the application of theory to practice. As a 
comprehensive institution, Cal Poly provides a balanced education in the arts, 
sciences, and technology, while encouraging cross-disciplinary and co-curricular 
experiences. As an academic community, Cal Poly values free inquiry, cultural and 
intellectual diversity, mutual respect, civic engagement, and social and environmental 
responsibility. (CAP 110.1, AS-650-06} 
1.4. Teacher-Scholar Model 
1.4.1. Cal Poly faculty have adopted the Teacher-Scholar Model defined as participation in 
both teaching and scholarship (AS-725-11). The Teacher-Scholar Model includes, when 
possible, meaningful student engagement in faculty scholarly activity and inclusion of 
scholarship in teaching to create vibrant learning experiences for students. The 
resolution defined scholarship in general terms as the scholarships of discovery, 
application, integration, and teaching/learning (Boyer, Scholarship Reconsidered, 
1990), implemented in a discipline-specific manner while mindful of Cal Poly's 
mission. The Teacher-Scholar Model allows for individual variations in the balance 
between teaching and scholarly activities. The personnel policies in this document 
promote the development of teacher/scholars. 
1.5. Purpose and Scope of this Document 
1.5.1. University level personnel policies for faculty are contained in this document, titled 
"University Faculty Personnel Policies" (abbreviated as UFPP). It includes the 
University statement of policy, criteria and university-wide procedures for faculty 
personnel actions. This document is based on Title V, Higher Education Employer­
Employee Relations Act (HEE RA), and the CSU-CFA Collective Bargaining Agreement 
(CBA). lfTitle V, HE ERA and/or the CSU-CFA Collective Bargaining Agreement is in 
conflict with the provisions in these criteria and procedures, the terms of Title V, 
HEERA and/or the CSU-CFA Collective Bargaining Agreement, and not the provisions of 
these procedures and criteria, shall govern. 
1.5.2. Policies in this document are derived largely from the 2013 revision of University 
Faculty Personnel Actions (UFPA), which is included in the appendices to this 
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document. Policies stated in UFPP supersede their prior formulations in UFPA. Until 
superseded by policies in UFPP, the policies in UFPA remain in effect. 
1.5.3. Personnel policies established by Academic Senate resolutions are commonly cit~d 
throughout this document following the form of "AS-XXX-YY". Since each chapter of 
UFPP is established by Academic Senate action, the formulation of policies in UFPP 
supersedes the formulations of those policies in prior Academic Senate resolutions. 
1.5.4. Policy statements contained in UFPP are also derived from sources beyond the scope 
of the Academic Senate, such as provisions in the CBA, HE ERA, or Title V. Policies 
derived from the Collective Bargaining Agreement (i.e. the CSU faculty contract) are 
cited by CBA article and section. Policies from Cal Poly's Campus Administrative 
Policies (CAP) are cited by their CAP numbers. Other documents establishing policies 
are cited by descriptive titles (e.g. administrative memos cited by their source and 
date). In these cases, the verbal formulation of the policy is approved by the Senate, 
but the statement of these policies in their original source governs. 
1.5.5. Colleges and the Library shall have their own personnel policy documents to extend, 
develop, and apply university level policies in ways that are suited to the programs 
within the college. In the case of any conflict between college and university policies, 
the university policy shall govern. College personnel policies should remain current in 
relation to the policies that govern over the college policies, including university 
policies, the CSU-CFA Collective Bargaining Agreement, HEERA, and Title V. Colleges 
shall define a process for reviewing and updating their personnel policies. College 
personnel policies must be approved by the Dean and the Provost. College personnel 
policies that are currently in effect shall be made available on the Academic Personnel 
website. 
1.5.6. Departments may also have personnel policy documents. Department level personnel 
policies extend, develop, and apply college level policies in ways that are suited to the 
disciplines within the department. In the case of any conflict between a department's 
policies and college or university policies, the college or university policies shall 
govern. Departments opting to draft their own personnel policies shall define the 
process for composing and approving such policies. Department level personnel 
policies shall be approved by their college Dean and the Provost. Department 
personnel policies that are currently in effect shall be made available on the Academic 
Personnel website. 
1.6. Procedure for Updating University Faculty Personnel Policies 
1.6.1. This section of the Preface states the policies related to the composition and revision 
of sections of UFPP. The policies in this section are established by AS-XXX-19 which is 
based on the following Academic Senate resolutions: 
1.6.2. Cal Poly's university-level faculty personnel policies are composed and approved by 
means of shared governance between faculty and administration. Personnel policies 
are established or revised either by means of Academic Senate resolutions or consent 
agenda items, both of which must be ratified by the university President. 
1.6.3. The Academic Senate Faculty Affairs Committee proposes university level faculty 
personnel policies to the Senate in the form of chapters or portions of chapters of the 
University Faculty Personnel Policies document (UFPP). 
1.6.4. University-wide faculty personnel policy proposals from the Academic Senate Faculty 
Affairs Committee may appear on the Academic Senate meeting agenda as consent 
items at the discretion of the Academic Senate Executive Committee. The Academic 
Senate Faculty Affairs Committee submits the personnel policy proposals to the 
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Academic Senate Executive Committee. The Academic Senate Executive Committee 
determines whether and how the personnel policy proposals shall be placed on the 
Academic Senate agenda. 
1.6.5. When the Academic Senate Executive Committee places personnel policy revisions on 
the Academic Senate consent agenda, any senator may request an item be removed 
from the consent agenda no later than one week prior to the meeting. Items removed 
from the Academic Senate consent agenda will be placed on the Senate agenda as 
business items. Items not removed from the consent agenda are considered approved 
by the Academic Senate on the meeting date of the consent agenda. 
1.6.6. Personnel policy revisions that are on the Senate agenda shall consist of reports 
attached to resolutions. The report contains the proposed revision to university policy 
and all background or explanatory information about the change in policy. The 
Academic Senate Faculty Affairs Committee chair (or designee) is responsible for 
presenting the policy proposal to the Academic Senate Executive Committee and to 
the Academic Senate. The Academic Senate Chair (or designee) may invite interested 
parties concerning the policy proposals to be present at the meetings where pulled 
proposals will be discussed. Queries from senators regarding policy proposals are 
directed to the chair of the Academic Senate Faculty Affairs Committee. 
1.6.7. Proposed revisions to university-wide faculty personnel policies should include as 
many of the following as are relevant to the proposal: 
• The text of the proposed policy. 
• The text of superseded policy (if available). 
• Summary of the proposed changes noting especially any revisions to reflect 
existing policy stated elsewhere, or any proposed changes in policy. 
• Citation of relevant documents, which may include: Academic Senate 
resolutions, provisions in the collective bargaining agreement, administrative 
memos, existing policy documents in need of revision, superseded policy 
statements. 
• Expected effects of the policy change on faculty units. 
• The nature of consultation with affected faculty units. 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 2: FACULTY APPOINTMENTS 
Impact on Existing Policy: This resolution establishes the statement of policy 
about faculty appointments. Its impact on existing policy is described in the 
attached report. i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-
9 17";and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and 
12 other faculty units reorganize their faculty personnel policy 
13 documents to conform their documents to the chapter structure of 
14 UFPP"; therefore be it 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 "Proposed Chapter of University Faculty Personnel Policies 
18 Document: CHAPTER 2: FACULTY APPOINTMENTS" be established as 
19 Chapter 2: Faculty Appointments of UFPP, and be it further 
20 
21 RESOLVED: Colleges and the Library revise their personnel policy documents by 
22 Spring 2020 to have chapter 2 of their documents cover faculty 
23 appointments as per chapter 2 of UFPP. 
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i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non:-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 




FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution . 
A draft of one of these chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter . 
Summary of Chapter 2: Faculty Appointments 
This chapter covers university-level requirements for all forms of faculty appointments, including: 
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• Tenure-track 
• Full-time lecturer 
• Part-time pool lecturer 
• Non-instructional faculty 
It includes the required application elements and the baseline recruitment policies, referring to the 
separate recruitment procedures document maintained by Academic Personnel. It directs the Colleges 
and library to determine their criteria for appointment. 
Impact on Existing Policy 
This chapter on Faculty Appointments gives a new form of expression to pre-existing policies and 
requirements, but does not establish new policies. Many of the provisions of this chapter are driven by 
the Collective Bargaining Agreement (especially for lecturer appointments). 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges and the Library to 
restructure their faculty personnel policy documents into the same chapter division as UFPP. When a 
chapter of UFPP is approved by the Academic Senate and ratified by the President, they will now have 
a focused area of new or revised policy that they must consult and, if necessary, use to revise their 
documents accordingly. 
Current College and Library personnel policy documents typically include sections on faculty 
appointment. The establishment of this chapter of UFPP would require these provisions to be 
contained in Chapter 2, which would be called "Faculty Appointments." For those with well-developed 
personnel policy documents whose appointment policies are up-to-date, the implementation of this 
change would be insignificant. Those whose policies are out-of-date would now have some guidance 
for taking on the task of updating their policies. 
The Colleges and the Library may subdivide this chapter to clarify distinctions between appointment 
requirements for different classifications of faculty according to their needs. 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
The College of Libera1 Arts provided editorial suggestions to clarify policy statements . 
CLA also raised questions about practices in the colleges that were not reflected as university policy. 
The response from FAC about these questions consisted of expressing the goal of revising the policy 
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statements without revising policies. Practices common among the Colleges (and the Library) that are 
not reflected in university policy would remain college-level (or library) policy until some later date 
when FAC can consider whether to revise university-policy accordingly. The practice in questions 
concerns the requiring of statements of a commitment to diversity and inclusion in faculty recruitment 
processes. 
The Library also offered some editorial suggestions. 
What follows is the proposed text of the chapter ... 
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2. Faculty Appointments 
2.1. Summary 
2.1.1. This chapter provides university-wide recruitment and appointment policies for 
faculty. Policies in this chapter refer to but do not include the more detailed hiring 
procedures maintained by Academic Personnel. Colleges and departments include in 
this chapter any specific hiring policies that go beyond the university-level policies, 
including any statements of their own specific criteria and requirements for their 
faculty appointments. 
2.2. Tenure-Track Recruitment 
2.2.1. Current University tenure-track recruitment procedures, as well as information about 
contract updates concerning academic appointments, are accessible at the Academic 
Personnel website. 
2.2.2. Advertising and Recruitment: Tenure-track positions must be advertised nationally. 
Academic Personnel will place an advertisement for all tenure-track searches in 
publications listed in documents on the Academic Personnel website. These 
advertisements meet the requirement to advertise the position nationally. 
Departments must also place all additional advertisements listed in the required 
recruitment plan. A minimum 30-day period is required between the latest of all ad 
publication dates (whether online or print) and the closing date or review begin date. 
For on line advertising the 30 days is counted from the first day of appearance. 
2.2.3. Applications for tenure-track faculty positions must be submitted to the university's 
applicant tracking system. Application packages must include at least the following 
items: 
• Current Curriculum Vitae (CV} 
• At least three letters of reference 
• Unofficial transcripts at the time of application (Official transcripts required for 
appointment) 
• Cover Letter (preferred) 
• Other materials required by the college or department 
2.2.4. The Search Committee, consisting of elected tenured or probationary faculty, shall use 
procedures as determined by the University's Procedure for Recruiting Tenure-Track 
Faculty and any approved college or departmental recruitment policies and 
procedures in addition to those listed below. With the department's recommendation 
and the dean's permission, FERP faculty may serve on the Search Committee. With the 
department's recommendation and the dean's permission, probationary faculty may 
serve on the Search Committee (CBA 12.22.a}. 
2.2.5. Each search committee must have one trained Employment Equity Facilitator (EEF) 
who shall normally be a tenured faculty member and may not be the department 
chair/head or the chair of the Search Committee. Information about the role of the 
EEF and about training for the EEF positions is available on the website of the Office of 
Equal Opportunity. 
2.2.6. The Search Committee members shall give careful consideration to temporary 
employees who have been evaluated by the department or equivalent unit. The 
search committee members, or screening sub-committee members, and department 
chair/head shall review and sign the Personnel Action File for these candidates. 
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2.2.7. The Search Committee shall provide a list of acceptable candidates as finalists to the 
department chair/head. The department chair/head shall provide appointment 
recommendations to the dean. 
2.3. Tenure-Track Qualifications 
2.3.1. Normally, a doctorate or other appropriate terminal degree shall be required for 
appointment to a tenure-track position. The appropriate terminal degree will be 
determined by the department and approved by the dean. In the areas where a 
doctorate is required, candidates who have completed all doctoral requirements but 
the dissertation (ABD) may also be considered during the recruitment process. 
However, all minimum degree requirements must be completed prior to the 
appointment start date. 
2.3.2. Colleges and departments shall specify the relevant evidence of potential for 
excellence in university-level teaching, scholarship and service. Evidence of potential 
for teaching excellence in the department and/or college may include experience or 
potential to teach using learn by doing, project-based learning, service learning and 
other teaching methods that are common at Cal Poly. Evidence of potential for 
ongoing research, scholarship, and/or creative activity should show how candidates 
will remain current and contribute to the knowledge and developments within their 
discipline/professional field, and obtain promotion. Evidence of service should show 
potential to make substantive contributions to the department, college, and/or 
university. 
2.3.3. Applicants for appointment with tenure shall normally be tenured professors or 
tenured librarians at other universities. Exceptions to this provision must be carefully 
documented. The President may award tenure to any individual, including one whose 
appointment and assignment is in a management position, at the time of 
appointment. Appointments with tenure shall be made only after an evaluation and 
recommendation by tenured faculty in the appropriate department (CBA 13.17). 
2.4. Lecturer Recruitment 
2.4.1. Department chairs make the hiring recommendation to the deans who are the 
appointing authorities in the colleges responsible for approving and hiring lectures. 
Department faculty may be involved in screening or vetting applicants for the part­
time pools or by serving on search committees for full-time lecturer recruitments. 
2.4.2. Full-time lecturer appointments require a search with a process similar that of tenure­
track searches. Colleges or departments determine the appropriate interview format 
for the full-time lecturers. 
2.4.3. Advertisements need to be posted and the requisition must be open for a minimum of 
4 weeks before review of applicants can begin. 
2.4.4. Required documents for full-time lecturer recruitment: 
• Application 
• CV 
• Cover letter (preferred) 
• List of CSU courses taught 
• Transcripts 
• Name and email address of 3 references. 
2.4.5. Criteria for appointment for full-time lecturers are determined by the college or 
department .. Initial appointment is for 1 academic year with a possible 1-year 
extension. Full-time lecturer appointments are unconditional and their work 
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assignment cannot be reduced once these appointments are made. The department 
must meet the entitlements of other lecturers listed in the order of assignment in 
article 12.29 of the CBA. 
2.4.6. Most departments create a part-time lecturer pool that allows candidates to apply for 
consideration for appointments throughout the academic year as needed to fill 
positions. Applicants may apply at the start of the academic year for consideration of 
work assignments in any quarter or they may apply prior to the winter or spring 
terms. These pools are opened in April for the subsequent academic year after the 
spring quarter appointments have been made. Department chairs may review 
qualifications of the applicants and make quarter-by-quarter appointments following 
the order of assignment in accordance with article 12.29 of the CBA. Applicants who 
have worked for the department and been evaluated should be given careful 
consideration according to article 12.7 of the CBA. Those who have had a part-time 
assignment for all three quarters of an academic year and are appointed to teach in 
the fall quarter of the following academic year shall be appointed with a one-year 
part-time entitlement per article 12.3 of the CBA. 
2.4.7. Advertisements must to be posted and the lecturer pool must be open for a minimum 
of 2 weeks before review of candidates can begin. Part-time pools stay open until the 
first week of spring quarter. 
2.4.8. Required documents for part-time lecturer pool recruitment: 
• Application 
• CV 
• Cover letter (preferred) 
• List of CSU courses taught 
• Transcripts 
• Name and email address of 3 references. 
2.4.9. Criteria for appointment and level of appointment are determined by colleges or 
departments. Initial appointments for part-time pool lecturers can be for 1, 2 or 3 
quarters. Initial appointment for 3 quarters should be for less than 45 units. 
2.4.10. Emergency lecturer appointments may occur for urgent and unplanned needs when 
no qualified candidates are available in the part-time lecturer pool and there isn't time 
to run a part-time lecturer pool recruitment. Such urgent and unplanned needs to 
appoint a lecturer may arise from another faculty member's unplanned leave of 
absence or a last-minute course section being opened. If this need is expected to 
continue, the department should plan ahead for future terms and either run a 
recruitment or advertise to increase the part-time pool to meet the anticipated needs 
of the department. 
2.5. Other Faculty Recruitments for Library, Counseling, and Athletics 
2.5.1. Other faculty units should identify in their personnel policy documents the 
recruitment policies pertinent to their assignments. 






CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 3: PERSONNEL FILES 
Impact on Existing Policy: This resolution establishes the statement of policy 
about the faculty personnel action file and working personnel action file. Its 
impact on existing policy is described in the attached report. i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-
9 17"; and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and 
12 other faculty units reorganize their faculty personnel policy 
13 documents to conform their documents to the chapter structure of 
14 UFPP"; therefore be it 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 "Proposed Chapter of University Faculty Personnel Policies 
18 Document: CHAPTER 3: PERSONNEL FILES" be established as Chapter 
19 3: Personnel Files of UFPP, and be it further 
20 
21 RESOLVED: Colleges and the Library revise their personnel policy documents by 
22 Spring 2020 to have chapter 3 of their documents cover personnel 
23 files as per chapter 3 of UFPP. 
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i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files . 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 




FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution. 
A draft of one ofthese chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter. 
Summary of Chapter 3: Personnel Files 
This chapter covers university-level requirements concerning the Personnel Action File (PAF) and 
Working Personnel Action File (WPAF). 
-97-
Proposed Chapter of University Faculty Personnel Policies Document: 
CHAPTER 3: PERSONNEL FILES 
It is media neutral, and so it conforms with the new implementation of lnterfolio electronic WPAF and 
evaluation processes. 
Its provisions state baseline expectations common across campus with directives and allowances to the 
Colleges and Library to augment these baseline requirements according to the nature of their 
programs. 
Impact on Existing Policy 
This chapter on Faculty Appointments gives a standard and clarified expression to pre-existing policies 
and practices, but does not establish new policies. Many of the provisions of this chapter are driven by 
the Collective Bargaining Agreement. 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges and the Library to 
restructure their faculty personnel policy documents into the same chapter division as UFPP. When a 
chapter of UFPP is approved by the Academic Senate and ratified by the President, they will now have 
a focused area of new or revised policy that they must consult and, if necessary, use to revise their 
documents accordingly. 
Current College and Library personnel policy documents typically include sections on personnel files. 
The establishment of this chapter of UFPP would require those documents to contain these provisions 
into Chapter 3 and call it "Personnel Files." Implementation of this change would be insignificant for 
those with well-developed personnel policy documents with up-to-date policies and expectations 
about personnel files. Those whose policies are out-of-date would now have some guidance for taking 
on the task of updating their policies. 
Material in this chapter may form the basis for process guides the Colleges and Library can draft and 
include in the appendices of their personnel policy documents. 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
The College of Liberal Arts provided editorial suggestions to clarify policy statements. 
What follows is the proposed text of the chapter ... 
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3. Personnel Files 
3.1. Summary 
3.1.1. This chapter defines the university-wide requirements and policies for the Personnel 
Action File (PAF) and Working Personnel Action File (WPAF). Colleges and 
departments may augment these university-level requirements to address their 
discipline-specific needs. 
3.2. Personnel Action File (PAF) 
3.2.1. The Personnel Action File (PAF) is the one official personnel file for employment 
information and information that may be relevant to personnel recommendations or 
personnel actions regarding a faculty unit employee. (CBA 11.1) 
3.2.2. The college dean or equivalent supervising administrator is the custodian of the PAF. 
Contents of the Personnel Action File stored in electronic format shall be stored 
securely, and access to the file shall be limited to those individuals authorized to view 
the file under the terms of the CBA. (CBA 11.1) 
3.2.3. Contents of the PAF include: 
• Hiring materials/letters of appointment 
• CV retained from WPAF 
• Index retained from WPAF 
• Performance and periodic evaluation reports {AP 109, dean and provost letters) 
• Leaves/grants/awards reports 
• Results of student evaluations of faculty 
• Institutional data about teaching assignments 
• Other personnel related material. 
3.3. Purpose of Working Personnel Action File (WPAF) 
3.3.1. During the time of periodic evaluation and performance review of a faculty unit 
employee, the Working Personnel Action File (WPAF), which includes all information, 
materials, recommendations, responses and rebuttals, shall be incorporated by 
reference into the Personnel Action File. (CBA 11.8). 
3.3.2. The WPAF is compiled by the applicant to support consideration for a periodic 
evaluation or performance review . Contents of the WPAF stored in electronic format 
shall be stored securely, and access to the file shall be limited to those individuals 
authorized to view the file. All supporting materials in the WPAF should be referenced 
and clearly explained. 
3.3.3. The WPAF for retention and tenure reviews shall cover the entire employment period 
at Cal Poly. The WPAF for promotion and lecturer range elevation shall cover the 
period at rank or range at Cal Poly. 
3.3.4. The Provost establishes a specific deadline by which the WPAF is declared complete 
for each type of personnel action. Insertion of materials after that date must have the 
approval of the college peer review committee {CPRC) and is limited to items that 
became accessible after the deadline. The table of contents or index should be 
updated to reflect any material added to the file during the course of the evaluation 
cycle. 
3.4. Contents of WPAF 
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• Professional Development Plan 
• Evidence for Teaching 
• Evidence for Professional Development, (Research, Scholarship, Creative 
Activity) 
• Evidence for Currency in Field 
• Evidence for Service 
3.4.2. Any student communications or evaluations provided outside of the regular student 
evaluation process must be identified by name to be included in a PAF or WPAF (CBA 
15.17). Anonymous surveys from students conducted outside the official university­
run student evaluation process shall not be included in WPAFs. Anonymous 
communications shall not be included in WPAFs. Candidates may summarize their 
own assessment of any unofficial anonymous student surveys in their narrative 
documents. 
3.4.3. Colleges and departments may specify additional required contents of WPAFs. 
3.4.4. Colleges shall define in their personnel policies the appropriate evidence for Teaching, 
Professional Development, and Service appropriate to the nature of faculty 
appointments. 
3.4.5. The Library, Counseling, and Athletics shall define in their personnel policies the 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
Impact on Existing Policy: This resolution establishes the statement of policy 
about the responsibilities of all those involved in faculty evaluation. Its impact 
on existing policy is described in the attached report. i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-
9 17"; and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and 
12 other faculty units reorganize their faculty personnel policy 
13 documents to conform their documents to the chapter structure of 
14 UFPP"; therefore be it 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 "Proposed Chapter of University Faculty Personnel Policies 
18 Document: CHAPTER 4: RESPONSIBILITIES IN FACULTY 
19 EVALUATION" be established as Chapter 3: Personnel Files ofUFPP, 
20 and be it further 
21 
22 RESOLVED: Colleges and the Library revise their personnel policy documents by 
23 Spring 2020 to have chapter 4 of their documents cover 
24 responsibilities in faculty evaluation as per chapter 4 of UFPP. 
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Proposed by: F AC 
Date: Sometime in 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 




FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution . 
A draft of one of these chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter. 
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CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
Summary of Chapter 4: Responsibilities in Faculty Evaluation 
This chapter covers university-level requirements concerning the responsibilities of all those involved 
in faculty evaluation, including: the candidate under evaluation, department and college peer 
committees, department chairs and heads, and administrators involved in the evaluation processes. 
Impact on Existing Policy 
This chapter on the responsibilities in faculty evaluation gives a standard and clarified expression to 
pre-existing policies and practices, but does not establish new policies. 
Many of the provisions of this chapter are driven by the Collective Bargaining Agreement. The policies 
not directly specified by the CBA but left to campus discretion remain as they were in our prior 
University Faculty Personnel Actions document, which is the current university-level governing policy 
document. 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges and the Library to 
restructure their faculty personnel policy documents into the same chapter division as UFPP. When a 
chapter of UFPP is approved by the Academic Senate and ratified by the President, they will now have 
a focused area of new or revised policy that they must consult and, if necessary, use to revise their 
documents accordingly. 
Current college documents typically describe the responsibilities of the participants in faculty 
evaluation. Sometimes these descriptions are combined with policies and procedures for conducting 
the evaluation. This form of guidance is more of a process guide than a policy statement. The 
establishment of this chapter of UFPP would require colleges to focus their policies on the 
responsibilities of those involved in evaluation to chapter 4 and call it "Responsibilities in Faculty 
Evaluation." 
For colleges whose account of the responsibilities of those involved in faculty evaluation are clear and 
up-to-date, and comply with university policy and CBA provisions, placing the statements of those 
responsibilities into this chapter would be the scope of implementation. Colleges with out-of-date or 
non-compliant policies about these responsibilities would have some guidance from UFPP about how 
to bring their documents into compliance. FAC and Academic Personnel have discussed some focused 
areas of non-compliance with the affected units and they have already taken the necessary steps to 
become compliant. 
Material in this chapter may form the basis for process guides the colleges can draft and include in the 
appendices of their personnel policy documents. 
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CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
The College of Liberal Arts provided editorial suggestions to clarify policy statements. 
What follows is the proposed text of the chapter ... 
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4. Responsibilities in Faculty Evaluation Processes 
4.1. Summary 
4.1.1. Faculty evaluation processes have various definable functions that are common across 
the university, such as the roles of candidates undergoing evaluation, Department 
Peer Review Committees, Department Chair/Heads, College Peer Review Committees, 
and administrators such as the Deans and the Provost. This chapter defines the 
responsibilities of these roles in faculty evaluation. Colleges and departments may 
specify additional responsibilities of the various roles within the college or department 
in faculty evaluation. 
4.2. Candidates 
4.2.1. Faculty subject to evaluation are candidates in the evaluation process. Candidates 
must provide a complete set of materials that includes evidence appropriate for the 
nature of the evaluation process and narrative reports pertinent to the purpose of the 
evaluation. (CBA 15.12) 
4.2.2. While faculty scheduled for a mandatory review will be notified by the college, faculty 
intending to be considered for early promotion to associate professor or professor or 
early tenure must notify the dean in writing (email is acceptable). This notification 
shall also be copied to the department chair/head. 
4.2.3. Candidates under review must view their own Personnel Action File (PAF) according to 
access requirements prior to the commencement of a periodic evaluation and sign the 
PAF Log. 
4.2.4. Candidates must assemble and submit a Working Personnel Action File (WPAF) by the 
University established deadline for their evaluation process. 
4.2.5. Candidates must provide an updated curriculum vita for placement in their PAF. 
4.2.6. Candidates must provide an updated professional development plan for their WPAF. 
4.2.7. The ten days following the receipt of an evaluation report from any level of review 
comprises a rebuttal period during which the candidates may submit a written 
rebuttal or request to meet with the evaluator(s) to discuss the evaluation. (CBA 15.5) 
4.2.8. To acknowledge receipt of an AP 109 evaluation report, candidates must sign the 
report within the specified timeframe of ten days. 
4.3. Department Peer Review Committee (DPRC) 
4.3.1. For evaluation processes using a Department Peer Review Committee (DPRC), the 
initial level of review of the candidate is conducted by the DPRC. Evaluation of tenure­
track instructional faculty shall commence with a DPRC level of review. Lecturer 
faculty evaluation may commence with a DPRC level of review, according to College 
requirements. 
4.3.2. For Periodic Evaluations the department's probationary and tenured faculty shall elect 
members of the tenured faculty to serve on DPRCs. Both tenured and probationary 
faculty may vote on DPRC membership. 
4.3.3. Faculty may serve on only one level of review (department PRC, department 
chair/head, or college PRC). (CBA 15.29) Faculty unit employees being considered for 
promotion themselves are ineligible for service on promotion or tenure peer review 
committees (CBA 15.42). A potential DPRC member with a clear conflict of interest 
with a faculty member scheduled for review (e.g., partner, very close friend or 
collaborator) should not stand as a candidate for that DPRC. DPRC members typically 
will be from the candidate's own department. However, DPRC members will 
sometimes need to be recruited outside the department when there is an inadequate 
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number of faculty in the department who are eligible and available to serve on the 
DPRC. 
4.3.4. For Retention, Promotion or Tenure Performance Evaluations, the DPRC shall consist 
of at least three elected members of the tenured faculty. DPRC members must have a 
higher rank/classification than those being considered for promotion. At the request 
of a department, the President may agree that a faculty unit employee participating in 
the Faculty Early Retirement Program may also engage in deliberations and make 
recommendations regarding the evaluation of a faculty unit employee. However, 
faculty committees established for this purpose may not be comprised solely of 
faculty participating in the Faculty Early Retirement Program. Approval shall be 
obtained from the Dean if a department requests to have faculty in FERP participate 
as an evaluator member of the DPRC. (CBA 15.2) 
4.3.5. All DPRC members shall review both the PAF and the WPAF, signing the log sheet in 
each file. At least a subset of the DPRC shall observe classroom instruction. The DPRC 
shall review any professional development plan and offer guidance to the candidate 
for any needed modifications to that plan. This feedback on the professional 
development plan is especially important in helping faculty develop a compelling 
record for eventual promotion. All deliberations of the DPRC shall be confidential (CBA 
15.10). 
4.3.6. The DPRC shall use forms provided by Academic Personnel for their evaluation report. 
This report shall critically analyze the evidence on each performance dimension 
(teaching, professional development, service, and other), and offer any suggestions 
for improvement. The report shall clearly establish the basis for the conclusions of the 
report and how any recommendations resulted from the assessment of the evidence. 
4.3.7. DPRC evaluation recommendations shall be approved by a simple majority of the 
committee (CBA 15.44). The DPRC shall vote for or against the proposed action 
(reten,tion, promotion and/or tenure), or, under very rare circumstances, abstain. 
Abstentions require written explanation. In cases of split votes, the report should 
reflect the relevant perspectives on the committee and the rationale for the majority 
decision. In rare instances when agreement cannot be reached on the content of the 
committee report, the minority committee member(s) may submit a signed minority 
report. 
4.3.8. The DPRC report shall be provided to the candidate at least 10 days before sending 
the evaluation to the department chair/head. If the candidate requests a meeting 
concerning a rebuttal to the DPRC report, the DPRC shall meet with the candidate • 
within the 10-day rebuttal period. The DPRC shall review any written rebuttal with the 
option of revising the recommendation or correcting errors in the original report. No 
other written response, other than acknowledgment of receipt of the rebuttal, shall 
be provided to the candidate. 
4.3.9. Library, Counseling, and Athletic faculty units shall specify in their personnel policies 
the composition of their peer review committees. 
4.4. Department Chair/Head 
4.4.1. Department chairs/heads shall conduct their own separate level of review. For 
evaluation processes using a DPRC, the Department chair/head review shall follow the 
DPRC review. For evaluation processes not using a DPRC, the Department chair/head 
level of review initiates the review process. 
4.4.2. The department chair/head shall review both the PAF and the WPAF, signing the logs 
in each file. The department chair/head shall review any DPRC evaluation. The 
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department chair/head shall review any rebuttal to the DPRC evaluation from the 
candidate. The department chair/head shall review any professional development 
plan and offer guidance to the candidate for any needed modifications to that plan. 
This feedback on the professional development plan is especially important in helping 
faculty develop a compelling record for eventual promotion. 
4.4.3. Department chairs/heads shall use forms provided by Academic Personnel for their 
evaluation report. This report shall critically analyze the evidence on each 
performance dimension (teaching, professional development, service, and other), and 
offer any suggestions for improvement. The report shall clearly establish the basis for 
the conclusions of the report and how any recommendations resulted from the 
assessment of the evidence. The report from the chair/head shall be provided to the 
candidate at least 10 days before sending the evaluation to the dean. 
4.4.4. If the candidate requests a meeting concerning a rebuttal to the department 
chair/head's report, the department chair/head shall meet with the candidate within 
the 10-day rebuttal period. The department chair/head shall review any written 
rebuttal with the option of revising the recommendation or correcting errors in the 
original report. No other written response, other than acknowledgment of receipt of 
the rebuttal, shall be provided to the candidate. (CBA 15.5) 
4.5. College Peer Review Committee (CPRC) 
4.5.1. The CPRC provides an additional level of evaluation for candidates undergoing a 
Performance Evaluation. The CPRC shall consist of up to one full professor from each 
department. Approval shall be obtained from the Dean if departments will not have a 
representative. Each member of the CPRC shall be elected by their department's 
tenured and probationary faculty for appointment to the CPRC. Colleges may specify 
further means of selecting CPRC members. 
4.5.2. Each CPRC member shall review both the PAF and the WPAF and sign the logs in each 
file. Each CPRC member shall review the prior levels of evaluation (DPRC and 
department chair/head) and any rebuttals submitted. All deliberations of the CPRC 
shall be confidential (CBA 15.10). 
4.5.3. Based on the review of the PAF, WPAF, and prior levels of evaluation, the CPRC shall 
vote for or against the proposed retention, promotion, and/or tenure, or, under rare 
circumstances, abstain. Abstentions require written explanation. A simple majority of 
the voting members constitutes the recommendation of the CPRC. The committee 
shall also rank the promotion candidates in one list. (CBA 15.44-45) 
4.5.4. The CPRC shall produce an evaluation report for each candidate under review. This 
report will critically analyze the evidence on each dimension of performance 
(teaching, scholarship, and service), both favorable and unfavorable, and produce a 
narrative clarifying how the evidence was weighed and the conclusions and 
recommended actions derived. In cases of split votes, the report should reflect the 
relevant perspectives on the committee and the rationale for the majority decision. In 
rare instances when agreement cannot be reached on the content of the committee 
report, the minority committee member(s) may submit a signed minority report. 
4.5.5. The CPRC report shall be provided to the candidate at least 10 days before sending 
the evaluation to the dean (CBA 15.5). Candidates may request a meeting and/or 
submit a rebuttal to the CPRC report within the 10-day rebuttal period. The CPRC shall 
review rebuttal material with the option of revising the recommended action or 
correcting errors in the original report; no other written response, other than 
acknowledgment of receipt of the rebuttal, shall be provided to the candidate. 
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4.6. Administrative Evaluators 
4.6.1. Administrative evaluators include College Deans, Associate Deans, Library Deans, 
Department Directors, Vice-Provosts, or the Athletic Director. For instructional tenure­
track faculty the administrative evaluator is the College Dean. For lecturer faculty the 
Dean may designate an Associate Dean to serve as the final level of administrative 
evaluation. 
4.6.2. Administrative evaluators shall review both the PAF and WPAF, signing the logs in 
each file, as well as all previous levels of evaluation and any rebuttals submitted. The 
dean shall provide a separate written evaluation. The administrative evaluator's 
report shall be provided to the candidate at least 10 days before placing the 
evaluation in the faculty member's PAF. 
4.6.3. Candidates may request a meeting and/or submit a rebuttal to the administrative 
evaluator within the 10-day rebuttal period. The administrative evaluator shall review 
rebuttal material with the option of revising the recommendation or correcting errors 
in the original report; no other written response, other than acknowledgement of 
receipt of the rebuttal statement, shall be provided to the candidate. 
4. 7. Provost 
4.7.1. The Provost is the final level of administrative evaluatiori for evaluation processes that 
conclude with the personnel actions of retention, promotion, and/or tenure. 
4.7.2. The Provost shall review the candidate's PAF, WPAF and reports from all levels of 
evaluation for final evaluation for retention, promotion and/or tenure. 
4.7.3. The Provost's letter to the candidate constitutes the final decision on retention, 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION TO MODIFY THE BYLAWS OF THE ACADEMIC SENATE 
1 WHEREAS, The consent agenda is a tool for increasing the efficiency of meetings; 
2 and 
3 
4 WHEREAS, The consent agenda is a procedure where a group of items are 
5 approved in a single motion without discussion; therefore be it 
6 
7 RESOLVED: That the Bylaws of the Academic Senate be modified as shown on the 
8 attached copy. 
Proposed by: Academic Senate Executive Committee 
Date: August 21, 2018 
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Section V. MEETINGS 
E. CONSENT AGENDA 
Items appearing on the Consent Agenda are expected to be routine and 
noncontroversial. Common uses include, but are not limited to, modifications to 
departments, courses, programs, degrees; new courses; and editorial revisions to 
personnel policies. (New departments, programs and degrees must include a resolution 
and follow the regular approval path for resolutions.) 
Any item on the Consent Agenda may be moved to the regular agenda at the request of 
a Senator within the allowed time. If an item is so moved, it shall be placed on the 
Business Items of the agenda as a First Reading item. Certain Consent Agenda Items, 
such as recommendations from the Curriculum Committee or Faculty Affairs 
Committee, may require special procedures. 
Debate is not allowed on any item on the Consent Agenda, but questions for 
clarification are permitted. 





CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION TO MODIFY SECTION V. MEETINGS OF THE BYLAWS OF THE 
ACADEMIC SENATE 
Impact on Existing Policy: i None. 
1 WHEREAS, The Bylaws of the Academic Senate indicate that attachments are not 
2 amendable; therefore be it 
3 
4 RESOLVED: That the Bylaws of the Academic Senate be modified as shown below: 
5 
6 SECTION V. MEETINGS 
7 D. FIRST AND SECOND READINGS 
8 Second reading: the motion to adopt a resolution must be moved 
9 and seconded before debate ensues. It then belongs to the body 
10 and may be amended. Documents attached to a resolution are not 
11 amendable , and cannot be removed or added to a resolution. 
12 Voting on substantive resolutions shall take place only after a 
13 second reading of the resolution at a meeting subsequent to the 
14 meeting at which it was first introduced, except that the 
15 Academic Senate, by two-thirds vote of the senators present, 
16 may waive this requirement. After the motion has been moved 
17 and seconded , amendments may be presented for action by the 
18 Senate. 
Proposed by: Academic Senate Executive Committee 
Date: October 24, 2018 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
